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DISSERTATION ABSTRACT 
Purpose 
The primary purpose of this descriptive study was to examine the 
similarities and differences between the accepted and rejected Black 
applicants in the Ford Foundation funded doctoral program in educational 
administration at Atlanta University and to investigate the doctoral 
selection process for immediate and future predictable variables. The 
constant realization of this study was that a predominately Black doc¬ 
toral program in educational administration cannot afford the creation 
of a preponderance of "middle of the road" administrators who seem to 
assimilate rather than confront educational policies that are detri¬ 
mental to the Black community. 
Methodology 
The statistical method used in this study was descriptive. Based 
on the scope, purpose, and limitations of this study, data were gathered 
from two primary inventories: Inventory for the Study of Doctoral Selec¬ 
tion Process and the Doctoral Selection Procedure Questionnaire. The 
data were compiled to test the null hypotheses that no significant dif¬ 
ferences exist between accepted and rejected applicants. 
Chief Conclusions 
1. The tested hypotheses revealed differences between applicants 
1 
2 
in terms of career aspirational levels, present job status and sex dis¬ 
tribution. There were similarities in terms of present employment dura¬ 
tion, undergraduate major, age distribution and leadership potential. The 
lack of real conclusive differences can be attributed to historical facts 
and notions, for Atlanta University is the only predominately Black insti¬ 
tution that offers a doctoral degree in education administration. There¬ 
fore, the above similarities and differences must be viewed in a time 
vacuum until future comparisons can be investigated. 
2. Collectively, Black males and females rated sex and age as the 
lowest variables in the doctoral selection process. Perhaps they felt 
that the majority group have used these variables to create disorder in 
Black administrative ranks. On the other hand, career aspiration and 
leadership potential were rated as the highest variables. This suggests 
a new and innovative means of viewing potential participants. 
3. The most frequent reasons given for applying to the doctoral 
program were academic pursuits and promotion with the lesser frequency 
being state certification and peer influence. These stated reasons 
warrant further investigation in order for this doctoral program in edu¬ 
cational administration to better recruit, select and prepare a new 
breed of Black school administrators. 
4. The career aspirational levels of accepted and rejected Black 
applicants were relatively low. Only one applicant in the total experi¬ 
mental sample aspired to hold a state level position prior to retirement. 
This was quite dismal since the control of public education in this 
country is lodged with the states, with delegation of educational respon¬ 
sibilities to the local education units. 
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Chief Recommendations 
1. Each person who applies to the doctoral program should have 
personal contact and interaction with the staff and current doctoral 
students so that selection procedures will be a two-way process. Per¬ 
sonal contact and interaction will lessen the importance of paper cre¬ 
dentials which are highly unreliable. 
2. The selection committee should consist of the following members 
(a) three faculty members, two from the School of Education and one from 
another academic discipline, for example, Political Science; (b) three 
students, two from the School of Education and one from outside the 
School of Education, and (c) three community representatives, two lay 
persons and one professional. This committee should be chaired by a 
current educational administration doctoral student. 
3. Due to the newness of the selection of Black applicants for 
admission to a doctoral program in educational administration at a pre¬ 
dominately Black institution, there is a great need for future research 
on that process so that guidelines can be established. This information 
should be shared with our two sister institutions, Howard University 
and Texas Southern University. 
Imp!ications 
The yes or no decision on the part of the doctoral selection com¬ 
mittee will have effect beyond the geographical location of this insti¬ 
tution. The initial selection of participants at a predominately Black 
institution has a proportionate effect on the born and yet unborn Black 
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learners mainly in terms of the impact and scope of American education. 
Therefore, it can be implied that selection is the key to a real revolu¬ 
tion for Blacks in this present educational order. 
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PURPOSE AND ORGANIZATION 
This chapter outlines a very concise introduction of the research 
design and data examined in this study. Information in this chapter falls 
under the following topics: 
Introduction 
Statement of the Problem 
Questions Related to the Problem 
Significance of the Study 
Basic Assumptions 
Definition of Terms 
Null and Alternative Hypotheses 
Methodology 
Conceptual Framework of the Doctoral Degree 
Limitations of the Study 
Organization of the Study 
Introduction 
The selection of Black applicants for admission to Doctoral Pro¬ 
grams at predominately Black institutions must be more of a crucial and 
exact process than at predominately white institutions because black 
Americans compose less than one percent of America's earned doctoral 
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degrees and the immediate future is not likely to change radically.^ The 
frequency distribution of this one percent is divided mainly between 
Education (28.6 percent) and the Social Sciences (26.3 percent). The 
balance is divided approximately even among the Biological Sciences 
(12.9 percent), Humanities (12.4 percent), Physical Sciences (11.8 per¬ 
cent) and other fields (8.0 percent). However, there still remains an 
overwhelming need for highly trained Black professionals at every level 
in this society. 
Since education is viewed by the United States Supreme Court as the 
2 
major determinant of an individual's future, this selection process takes 
on an added dimension in the field of educational administration, for 
there exists neither a public school system nor an individual private 
school that functions to any degree of success without strong effective 
leadership. Black historian, Carter G. Woodson, warned in 1915 that: 
When you control a man's thinking, you do not have to 
worry about his action. You do not have to tell him not to 
stand here or go yonder. He will find his "proper place" 
and will stay in it. You do not need to send him to the 
back door. He will go without being told. In fact, if 
there is no back door, he will cut one for his special bene¬ 
fit. His education makes it necessary.3 
Therefore, Black administrative control of community schools is a 
necessary step in the redefinition and reaffirmation of American educa¬ 
tional processes. The Black school administrator finds himself in a 
^James W. Bryant, A Survey of Black American Doctorates (New York: 
Ford Foundation, Office of Reports, February, 1970), p. 3- 
^Brown v. Board of Education of Topeka, 347 U.S. 483, 493 (1954). 
^Carter G. Woodson, The Mis-Education of the Negro (Washington, 
D. C.: The Associated Publishers, Inc., 1933)» p. xiii. 
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unique position in the initiation and execution of sound educational 
practices and policies that are beneficial to the community. "The 
expertise, knowledge, and position of the Black school administrator is 
invaluable to the efforts of the Negro community. But in his inter¬ 
actions with the Black community, the Black school administrator has more 
at stake than his professional integrity and effectiveness—(even more 
important is) his identification with and acceptance in the Negro com- 
4 
munity." Also, he is doomed to ineffectiveness if the community ostra¬ 
cizes him in part or in total. 
Stephen K. Bailey views this administrative control as a means to 
cut down on disruptions in public education. 
Integrated schools with higher percentages of 
black students are less likely to be disrupted if such 
schools also have high percentages of black staffs. 
Conversely, schools with high percentages of Blacks but 
with predominately white staffs are more likely to be dis¬ 
rupted. 5 
The Black school administrators have all too often been looked upon 
as the "controller of his people" for in an integrated setting white 
educational leaders have carried out administrative procedures while 
Black educational leaders have carried out disciplinary procedures vis-a- 
vis Black students. However, this image must be transformed into de¬ 
signers of the curriculum, policymakers, and decision-makers. This new 
image and accompanying responsibilities will enhance the development of 
a new educational order. 
Hugh J. Scott, "The Black School Administrator and the Black Com¬ 
munity ," _Integrated_Educat2onj_AJRegort_on_Race_and_SchooJ_, July-August, 
1969, p. 52. 
'’Stephen K. Bailey, Disruption in Urban Secondary Schools (Washing¬ 
ton, D. C.: The National Association of Secondary Principals, 1970), p. 12. 
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Since there is a preponderance of Blacks in large urban areas, this 
transformation of the Black school administrators' image is of great 
necessity. Statistical data show that seventeen out of twenty-four large 
urban school systems have a Black student population of more than 41.4 
percent, the largest being Washington, D. C. with 95-5 percent.^ Also, 
the Black student population in practically every major city in the coun¬ 
try is on the increase, while the white student population is declining. 
Racial isolation in public education is intense whether the cities are 
large or small, whether the population of Black enrollment is large or 
small, whether they are located in a northern or southern state. Unless 
there is a reversal of this trend, the situation in Washington, D. C. 
will be replicated many times over. 
Furthermore, McKelvey and Swanson stated: 
This republic has been rapidly transformed into an urban 
society. All areas of society—economic, social, political — 
reflect this increasing rate of change, and the problems 
associated with it. Urban centers are now struggling for their 
very existence. The change in the overall society from rural 
to urban cannot help but increase the demands upon urban edu¬ 
cational administrators. Problems of negotiation, desegregation, 
finance, and community demands for increased services can be 
identified daily by the urban school administrator—be he super¬ 
intendent or building principal.7 
For the Black school administrators, this means an increase in avail¬ 
able positions and greater job security. There seems to be no hesitancy 
about employing and assigning Blacks to positions of authority in all 
Black or predominately Black school systems. Ironically, it is the re¬ 
segregation of the cities that seems to provide the greatest opportunity 
6 
Bureau of the Census, Statistical Abstract of the United States, 
(1972). 
7froy V. McKelvey and Austin D. Swanson, Urban School Administra- 
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for Black school administrators in the immediate future. 
This changing social and political scene indicates a need for school 
system administrators better equipped to deal with the demands on con¬ 
temporary school system administrators. A meaningful selection process 
and doctoral program in Educational Administration at Atlanta University 
(the only Black university involved in such training) can produce a new 
cadre of Black school administrators who can relate to the abilities of 
Black children to learn and be sensitive to the interrelationship between 
school systems and the communities they seek to serve. 
Because of the apparent need for Black school administrators, this 
study addresses itself to the doctoral selection process in Educational 
Administration at Atlanta University, the career aspirations of applicants, 
predictable variables in the selection process, and to development of a 
general prototypic profile of applicants. 
The researcher has had intimate contact with the doctoral program 
in terms of longevity and historical knowledge. His time spans the total 
scope of the program. The researcher also is the only participant who 
has been a member of the accepted and rejected groups. This membership 
and knowledge will enhance the validity and soundness of the study. 
Statement of the Problem 
The primary focus of this descriptive study is to examine the simi¬ 
larities and differences between the accepted Black applicants and the 
rejected Black applicants in the Ford Foundation funded Doctoral Program 
tion (Beverly Hills, California: Sage Publications, Inc., 1969), p. 9. 
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in Educational Administration at Atlanta University. The secondary focus 
will be to examine the similarities and differences between the accepted 
and rejected applicants concerning their career goals and perceived 
futures. The final focus will be to investigate the doctoral selection 
process for immediate and future predictable variables in the afore¬ 
mentioned process. These comparisons will be made to test the hypotheses, 
stated in the null and alternative forms, that no significant differences 
exist between the accepted and the rejected applicants. 
Questions Related to the Problem 
1. What are the characteristics and backgrounds of Black 
applicants who have applied for admission to the 
Doctoral Program in Educational Administration at 
Atlanta University? 
2. What are the characteristics most related to a student 
being accepted or rejected in this program? 
3. What are the career aspirations of the accepted and 
rejected applicants? 
4. How does the rejected group perceive their present 
job status in addition to future educational and 
career goals? 
5. What characteristics were more influential in the 
selection process in either accepting or rejecting 
applicants? 
Significance of the Study 
The changes in the social and political scene in urban areas dic¬ 
tate the need for a change in the climate within the educational estab¬ 
lishments, vis-a-vis Black administrators. The present conditions demand 
that institutions of higher learning develop a cadre of Black adminis¬ 
trators who will change the system as opposed to perpetuating it. A pre¬ 
dominately Black Doctoral Program in Educational Administration cannot 
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afford the creation of a preponderance of "middle of the road" adminis¬ 
trators who seek to assimilate rather than confront educational policies 
that are detrimental to the Black community. Therefore, one must examine 
the initial process employed at Atlanta University, that being the selec¬ 
tion process. Black educational problems cannot be resolved until there 
are radical modifications in the aforementioned process. 
Finally, a study of the selection process in Educational Adminis¬ 
tration at a predominately Black institution relates not only to Educa¬ 
tional Administration but can also shed highly relevant insight into 
understanding the Black community and its culture. 
Basic Assumptions 
This study is based on the following assumptions: 
It is assumed that the Inventory for the Study of Doctoral Selec¬ 
tion Process is a valid and useful instrument for measuring the similari¬ 
ties and differences between the accepted Black applicants and the re¬ 
jected Black applicants in the selection process for the Doctoral Pro¬ 
gram in Educational Administration at Atlanta University. This particu¬ 
lar self-administered questionnaire scale consists of two dependent and 
ten independent variables. The subjectivism of this assumption gives 
this study credibility and validity with the results being viewed as 
accurate. 
It is assumed that the Statistical Package for the Social Sciences, 
(SPSS), an integrated system of social science data, is an adequate means 
to treat the data in this study. SPSS provides this study with a compre¬ 
hensive set of procedures for data transformation and file manipulation, 
and it offers this study a large number of statistical routines commonly 
used in the social sciences. 
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This assumption deals with the sample distribution in this study. 
It is assumed that the sample returns were representative of the Black 
applicants involved in the doctoral selection process at Atlanta Uni¬ 
versity. If implications of this assumption are valid, the final results 
of this study can be considered to be indicative of the doctoral selec¬ 
tion process in general. 
The final assumption is that the null and alternative hypotheses 
are researchable and can be analyzed in a descriptive manner. Due to this 
descriptive format, no variable can be manipulated. 
Definition of Terms 
Since there seems to be a rather general lack of knowledge of the 
correct usuage of terminology among many students of educational adminis¬ 
tration, it seems appropriate then to define certain key terms which will 
be found throughout the chapters to follow. In most cases, the defini¬ 
tions provided here are standard definitions not subject to interpreta¬ 
tion. In a few cases, a term has come to mean several things and the 
writer has selected that definition which he prefers. These terms are 
grouped below in order of appearance in the study. 
Recruitment: A process by which possible candidates for adminis¬ 
trative preparation programs are identified and persuaded to consider 
entering the programs. 
Selection: A prediction task which involves a sifting, sorting, 
and personal perceptions procedure that separates the most desirable 
candidates off the top of the pool of applicants and screen-out the 
weakest candidates regardless of the quality of the group as a whole. 
Attempted Leadership: Acts that included expression of an 
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intention to initiate a new structure for dealing with a problematic 
state of a social system. 
Implemented Leadership: Acts that have initiated a new structure 
in an existing social system. 
Effective Leadership: Acts that have initiated a new structure and 
which have met mutual expectations for resolving a problematic state of 
a social system. 
Null and Alternative Hypotheses 
This study consists of five null hypotheses, HO^, HC^, HOy HO^, 
HOj. and two alternative hypotheses, HA^ and HA2 
H01 There are no significant differences between the accepted Black 
applicants and the rejected Black applicants with regard to career aspira¬ 
tions. 
HC>2 There are no significant differences between the accepted Black 
applicants and the rejected Black applicants with regard to employment 
duration. 
HCL There are no significant differences between the accepted Black 
applicants and the rejected Black applicants with regard to present job 
status. 
HA.| There are significant differences between the accepted Black appli¬ 
cants and the rejected Black applicants with regard to age. 
HO^ There are no significant differences between the accepted Black 
applicants and the rejected Black applicants with regard to undergraduate 
major. 
HA2 There are significant differences between the accepted Black appli¬ 
cants and the rejected Black applicants with regard to sex. 
HO- There are no significant differences between the accepted Black 
applicants and the rejected Black applicants with regard to leadership 
potential. 
Methodology 
For the purposes of this study, the experimental sample will 
include: (1) Black applicants who applied to the Ford Foundation funded 
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Doctoral Program in Educational Administration at Atlanta University during 
the time period, 1972, 1973» 197^+, (2) faculty members who worked in the 
Ford funded program during the same time period. This experimental sample 
makes up the total population in this study. Data were gathered from 
applicants' questionnaires and college records, also from faculty question¬ 
naires and interviews with prime decision-makers at Atlanta University. 
Conceptual Framework of the Doctoral Program 
Dr. Barbara Jackson, the Director of Doctoral Program in Educational 
Administration at Atlanta University, recently outlined the implications 
and scope of the program in the Consortium Current. Her perceptions fol¬ 
low in their totality. 
The doctoral program in Educational Administration at 
Atlanta University is designed to prepare educational adminis¬ 
trators, predominately Black, to assume positions of leadership 
in a variety of educational institutions, both urban and rural. 
The program concentrates on equipping students already sensitive 
to the needs of poor children, especially those who may be poor 
and Black, with technical administrative skills. In addition, 
sociological, economic, physiological, historical and political 
aspects of education are treated, as well as the crucial humanis¬ 
tic aspect of educational administration. 
During the period of study leading to a doctorate in 
Education, students combine course work, which draws upon the 
resources of the total university, with a variety of field 
experiences designed to build on each individual student's 
strength, background, and future interest. The constant inter¬ 
play of theory, research, and practice has as its major focus: 
the development of educational experiences directly related to 
the unique position of Black people in American society.8 
Also, the Proposal for the Doctoral Program submitted to the Ford 
Foundation states the values and importance of a Doctoral Program in 
Educational Administration at a predominately Black institution. 
8 
"Sensitive Yet Consortium Current, 1973, p. 7. 
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There is an overwhelming need for a cadre of administrators, 
predominately Black, trained in educational administration, with 
strong emphasis in the social and behavioral sciences. There 
are a few doctoral programs in the United States which specifically 
seek to meet this need. There is a need for a new program to deal 
effectively and resolutely with the problems which stem from the 
fact that the American democracy has moved to a position wherein 
there tends to be a society which has created, maintains, condones 
separate other societies. These separate societies, rooted in 
ghettos, require and demand an education of quality and of special 
orientation for those who will administer public education. There 
is a need for a widescale commitment to the education of adminis¬ 
trators for the nation's schools on an unprecedented scale, 
administrators predominately Black, who are dedicated to the 
historic ideals of American society and who have generated in 
them a new will, a wi11 to meet this vital need.9 
Limitations of the Study 
There are, of necessity, certain limitations that must be placed 
upon this study. Black applicants who have applied to the Doctoral Pro¬ 
gram in Educational Administration at Atlanta University cannot be com¬ 
pared with other predominately Black institutions because Atlanta 
University is the only predominately Black institution in the country 
that has a Doctoral Program in this field at this time. 
The population is limited to those Black applicants who have applied 
to the Doctoral Program in Educational Administration at Atlanta Univer¬ 
sity and faculty members who have worked in the Ford funded program at 
Atlanta University. The designated time period is from 1972 to 197^» 
Also, the researcher was a respondent to questionnaires used in the study. 
Since the inception of this program at Atlanta University, a rela¬ 
tively unsubstantial amount of formal evaluation has been done. The 
self-study of the selection process, therefore, warrants attention, 
g 
Dr. Sidney Estes, "A Proposal For A Doctoral Program In Educational 
Administration In The School of Education," Atlanta University (submitted 
to the Ford Foundation, 1972), p. 3* 
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analysis, and evaluation. Also, there is a limited amount of historical 
information on this process. 
Finally, like most self-administered questionnaires, this study is 
limited by such factors as effective paper and pencil communication, 
proper completion of questionnaires, and the achievement of an adequate 
return rate. 
Organization of the Study 
Chapter one has discussed both the problem and rationale of this 
study. Moreover, it is divided into eleven parts: (a) Introduction, (b) 
The Statement of the Problem, (c) Questions Related to the Problem, (d) 
Significance of the Study, (e) Basic Assumptions, (f) Definition of Terms, 
(g) Null and Alternative Hypotheses, (h) Methodology, (i) Conceptual 
Framework of the Doctoral Program, (j) Limitations of the Study, and (k) 
Organization of the Study. 
Chapter two establishes some historical and philosophical framework 
for the study. Essentially, this section sets forth some ideological 
concomitants which give rise to important variables in the selection pro¬ 
cess. The major themes are: (a) Introduction, (b) Public Education and 
the Black Community, (c) Opportunities and Demands for Black School 
Administrators, (d) Recruitment and Selection Processes of Educational 
Leaders, and (e) Summary. 
The methodology used in the study is outlined in Chapter three. A 
description of the data base and the collection of data related to two 
concepts which are considered germane to the study. These are: (a) simi¬ 
larities and differences between the accepted Black applicants and the 
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rejected Black applicants who have applied to the Doctoral Program in 
Educational Administration at Atlanta University, and (b) similarities 
and differences between accepted and rejected applicants concerning their 
goals and perceived futures. 
Chapter four contains: (a) Introduction, (b) Descriptive and Demo¬ 
graphic Findings, (c) Testing of Hypotheses, (d) Selective Variables in 
the Selection Process, (e) Conceptualization of the Selection by Faculty 
Members and Accepted Ford Students, and (f) Summary of Findings. 
Chapter five contains: (a) Conclusions, (b) Implications, (c) Recom¬ 
mendations, and (d) Future Research. 
CHAPTER II 
REVIEW OF RELATED LITERATURE 
The pertinent literature germane to this study is outlined in 
this chapter under the following headings: 
Introduction 
Public Education and the Black Community 
Opportunities and Demands for Black Administrators 
Recruitment, and Selection Processes for Educational Leaders 
Summary 
Introduction 
The determination of the correct time on the somewhat mystical 
revolutionary clock is difficult if not impossible due to the incorrect¬ 
ness of the time-piece inherited from this society which moves slow in 
reference to time and space. Lerone Bennett interjects more saneness 
about the total momentum in his book entitled, The Challenge of Blackness 
"A real revolution introduces a new time and a new space and a new rela¬ 
tion to both time and space. And within that shifting space-time conti¬ 
nuum men who stand still find that they no longer occupy the same coordi¬ 
nates in relation to a moving reality. This creates enormous problems of 
orientation."^ This 'moving reality' in educational terms reveals that: 
!Lerone Bennett, The Challenge of Blackness (Chicago: Johnson Pub¬ 
lishing Company, Inc., 1972), p. 11. 
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The schools today are in the black community but not of it. 
They are not responsive or accountable to it. If anything they 
are an enemy force, a Trojan Horse, within it. The teaching and 
administrative staff come from outside the community, bringing 
with them the missionary attitude that they are bearing culture 
to backward natives—when in fact, like missionaries, they are 
living off the natives. The subject matter of the schools, 
beginning with the information about the policeman and the 
fireman given first and second graders, is alien to the lives 
of the children. And, most important, students succeed only to 
the degree that they set their sights toward upgrading them¬ 
selves as individuals out of the community, so that the schools 
are in fact an organized instrument for a brain drain out of the 
community.2 
The transition from centralized education to de-centralized edu¬ 
cation is a painful and difficult process. The failure of the central¬ 
ized system makes this transition a necessity if Black Americans are 
going to move from miseducation (centralized education) to corrected 
education (de-centralized education). This transition requires new sets 
of socialized relationships, and new modes of behavior following the 
stark realization that the majority has been conditioned to become advo¬ 
cates of the system, and not advocates of the children they teach. Cor¬ 
rected education is a new emphasis toward humanization of the educational 
experience through a planned process of "relevant-izing and rehumanizing 
the total educational experiences of Black people." 
Public Education and the Black Community 
This section of Chapter II will examine the ramifications of public 
education as it affects the Black community. This discussion will be 
2 
Grace Boggs, "Education: The Great Obsession," Education and 
Black Struggle: Notes from the Colonized World (Montpellen, Vermont: 
Capitol City Press, 1974), p. 68. 
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divided under five sub-topics. (1) Legal Aspects of Education, (2) 
Black Administrators, (3) Black Students, (4) Community Control, and 
(5) Summary. 
Legal Aspects of Education 
Education is not mentioned in the articles of the Federal Consti¬ 
tution but it is a "reserved power" of the states. The Constitution 
refers to this "reserved power" in the Ninth and Tenth Amendments: 
Article Nine 
The enumeration in the Constitution of certain rights 
shall not be construed to deny or disparage others 
retained by the people. 
Article Ten 
The power not delegated to the United States by the 
Constitution nor prohibited by it to the States, are 
reserved to the States respectively or to the people. 
The Fourteenth Amendment guarantees equal protection under the law 
and no state can violate this protection even in the field of education. 
If the states are going to undertake to provide free public education 
to any child, it must be provided to all children equally. Also, if the 
states are going to make laws concerning education, those laws must apply 
to every child within the states. 
When the Fourteenth Amendment was adopted in 1868, there was little 
public education in the nation. The educational process was largely a 
function of churches, private organizations, and the family. It was 
during the post-Civil War period of great immigrations that education 
began to be perceived as having a societal as well as personal function 
for the child, the family and churches. 
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Since the advent of the Fourteenth Amendment, the United States 
Supreme Court has written several opinions which indicate a positive view 
of the function of public education. Justice Frankfurter, concurring, 
in McCollum v. Board of Education, 333 U. S. 203, 216-17, 231 (1948): 
Education is designed to serve perhaps the most 
powerful agency for promoting cohesion among a 
heterogeneous democratic people, the public school 
must keep scrupulously free from entanglement in 
the strife of sects. 
Justice Brennan in School District of Abinqton v. Schempp, 347 
U. S. 203, 241-42 (1973): 
The American experiment in free public education 
has evolved to the point where the schools serve a 
uniquely pub!ic function: the training of American 
citizens in an atmosphere free of parochial, diver- 
sive, or separtist influences of any sort—an atmo¬ 
sphere in which children may assimilate a heritage 
common to all American groups and religions. 
In Number Ten of The Federalist, in a discussion of factions and 
the rights of representation of minority interests, James Madison recog¬ 
nized that the dangerous faction is the majority. 
If a faction consists of less than a majority, relief is 
supplied by the republican principle, which enables the 
majority to defeat its sinister views by regular vote 
. . . When a majority is included in a faction, the form 
of popular government, on the other hand, enables it to 
sacrifice to its ruling passion or interest both the 
public good and the rights of other citizens.3 
Brown v. Board of Education of Topeka Decision had a great impact 
upon the quality of educational opportunities for Blacks. The decision 
assumed that the quality of education for Blacks would improve if the 
public schools were integrated. However, this decision fails to define 
3 
Guidelines for Enforcement of Title VI of the Civil Rights Act 
of 1964, Department of Health, Education and Welfare. 
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education as a fundamental right or interest, thus leaving the final 
interpretation of the education process to fifty individual states. 
This apparent lack of affirmative action on the part of the United States 
Supreme Court has had a devastating impact on recent court decisions 
such as the San Antionio Independent School District v. Demetrio Rodriquez. 
Also, this legal action has been detrimental to the Black community and 
minorities in general. 
Black Administrators 
As a result and consequences of desegregated public education, the 
Black administrator is characterized as an endangered species or vanish¬ 
ing breed. Southern school systems have united in this public administra¬ 
tive slaughter within a historical omission in northern systems. The 
two examples below point out the thoroughness of this process. 
Of the 5j000 teachers and administrators in the (Boston public 
school) system, fewer than 250 are black (fewer than 5 percent) 
while the schools' black student population numbers over 27>000 
(over 28 percent). Almost 40 percent of the first graders in 
Boston are black. Black representation in the upper echelons 
of the Boston School Department is almost non-existent. None of 
the Associate or Area Superintendents is black. Only four of the 
more than 90 principals are black.^ 
In Maryland, there were 44 black high school principals in 1954. 
In 1968, there were 31• Contrast this with an increase in the 
number of white high school principals from 167 in 1954 to 280 
in 1968. In other words, while 13 black high schools and prin¬ 
cipals were being phased out, 113 white high schools and prin¬ 
cipals were being added. Even where there has been an increase 
in the number of high schools, as was the case in 11 counties, 
the number of Negro principals declined.5 
Zi # 
Martha Turnage, "The Principal: Change Agent in Desegregation," 
Integrated Education: A Report on Race and Schools, March-April, 1972, 
p. 43. 
J. C. James, "The Black Principal: Another Vanishing American," 
The National Elementary Principal, February, 1971, p. 22. 
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This decline has taken the orientation and implementation of the 
educative process for Black students out of the hands of Black administra¬ 
tors, especially in medium to small Southern cities. J. C. James states 
the effects of this personal calamity on Black administrators: 
The Negro principal has been important in the past for the 
position of authority and responsibility that his professional 
status in the segregated system of "Negro Education" gave him 
in the South. With the passing of that system, it appears that 
he is thrreatened with extinction. The implications of this 
are startlingly grave for Negro leadership in years to come. 
Since the best Negroes' minds have traditionally gone into 
education, it remains the greatest single reservoir of talent 
and skills so necessary to the changing South. The deliberate 
destruction of this valuable resource is one of the tragedies 
of our time.^ 
This tragedy has affected the total community with a major impact 
on the orientation of education and Black students. 
Black Students 
Black students have the lowest national test scores in reading and 
mathematics than any other racial or ethnic group. This can be attribu¬ 
ted to some degree to orientation and control of the educational system. 
These low scores are verified by every local and national survey. Black 
students also have the highest dropout rate. Perhaps, these students 
have been discouraged by the repressive and oppressive nature of this 
society and the public educational establishment. "The overwhelming 
majority of Black youth see no relationship between this type of education 
and their daily lives in the community or the problems of today's world 
which affect them so intimately. 
6Ibid., p. 25. 
^Boggs, p. 69. 
20 
The notions that Blacks are operating at the lowest educational 
strata comes under the label of "educationally disadvantaged." This 
term, however, does not address itself to the total demarcation of the 
problem. What does it mean to be educationally disadvantaged? This 
writer thinks it means bearing some kind of visible symbol or stigma. 
It is a life-long sentence compelling Black students to wear the "scar¬ 
let letter" as a mark of indignity, embarrassment and shame. Dr. James 
Moss, a Black educator, defines "educationally disadvantaged" in the 
following terms: 
Being "disadvantaged" means being dependent. We are asked to 
be dependent upon others for our livelihood, for the quality 
of education we receive, and for the social, physical, and 
cultural amenities that comprise the environment in which we 
live. We are dependent upon others for being seen and for the 
projection of us that others introduce into all forms of the 
mass media. We are dependent upon others for the judgment 
that we make of ourselves and for the value that is ascribed 
to us in society's ordering and ranking of us in its priorities. 
Being disadvantaged means being vulnerable, hurt, fearful of 
rejection and often being declared surplus as a human corn- 
modi ty. 
Thus, educational stratification of Blacks is not an element apart 
from the American social system. Rather it is inherent in the American 
wasp-izing experience. The waste of Black talent is due largely to the 
inability of this society to find ways to stimulate or allow individuals 
of high or average intelligence with low parental status to realize their 
potential for educability. Black students are not born with low aspira¬ 
tions; they learn them, and they learn them from their experiences and 
those of their families and peer groups. 
O 
James A* Moss, "Program for the Disadvantaged: Perspectives and 
Problems," Black Academy Review, Summer 1970, pp. 19-20. 
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Cuber and Kenkel in their book, Social Stratification in the 
United States, dealt with the destruction of ethnic talent. 
The ethical aspect of the waste of talent warrants considera¬ 
tion. Little elaboration needs to be made, except to point 
out that if we mean what some of us say, namely, that there 
is, or should be, equality of opportunity in America, then the 
fact of unequal opportunity to develop potential talent is a 
clear moral breach. Inconsistent practice and preachment. 
Until we do one or the other, there are likely to be many 
among us with a disturbed social conscience, particularly 
when charged with the responsibility of talking equality of 
opportunity out of one side of the mouth and differential 
life—chances out of the other.9 
Barriers to social educational mobility are defined by Cuber and 
Kenkel as being functional and arbitrary. They define functional as 
being "those barriers to high occupational positions which relate to 
the ability of the person to discharge the obligations of the position."^ 
For example, if a student does not have the physical and mental ability 
to become a physician or an engineer, then it seems rational and moral 
to deny him the right to enter the profession. 
The arbitrary variable is based on factors such as race, religion 
or social positions and these inklings are totally undemocratic in 
character. If we leave aside the ethnocentrism of this procedure, there 
is still a practical consequence that the total society is, thus, de¬ 
prived of the knowledge and skills of a competent person. 
There seem to be many unanswered questions to which American 
society must address herself. To what degree will education sterotypical 
9 
John Cuber and William Kenkel, Social Stratification in the United 
States (New Yorks Century-Crofts, Inc., 1954), p. 334. 
10Ibid., p. 16. 
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notions affect upward mobility? Will educational stratification con¬ 
tinue as a mainstay of this social order? Can the dominant class give 
up its monolithic image of the all-American wasp as its favored son, in 
deference to equal access to equal opportunity for all persons regardless 
of race, sex, age or physical condition? 
Community Control 
The Black community is in need of a meaningful linkage between 
itself and the urban school system. This interlink must be in terms of 
community control. In July, 1968, the Representative Assembly of the 
National Education Association released the Report of its Task Force on 
Human Rights, which concluded: 
The educational institution is presently so structured that 
the middle class is able to exclude the community of the 
poor from their proportionate share in responsibility for 
school decision making. Because the middle class society has 
retained control of the public institutions and the private 
positions that exert influence over them, a school board that 
represents the will of the middle class establishes the policy 
of the school system; this policy is administered by a superin¬ 
tendent who is a member of that society. Even in such cities 
as Washington, D. C., and Baltimore, Maryland, where an over¬ 
whelming majority of the school population is Negro, repre¬ 
sentatives of the middle class are able, and indeed required 
by the influence wielded by the middle class, to administer 
the schools with minimal regard to the will of the Negro com¬ 
munity—not only as the most powerful, but their only, constitu¬ 
ent community were the white one . . . Because they are without 
influence, the poor and the black must accept the schools the 
middle class structures for them. 
Until the Negro community—and the other communities of the poor 
—have group responsibility for the segments of the educational 
institution that affect their children, their children will con¬ 
tinue to be served last and worst by that institution.^ 
^Report of the Task Force on Human Rights, 
Association (Washington, D. C., 1968), p. 85- 
National Education 
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Therefore, education must be fashioned by the people who know the 
children and the community. Outsiders tend to be only concerned with 
the pathological make-up of the Black community. On the other hand, 
Black school administrators know the strength of their community, and 
what motivates the children and what can or should shape the educational 
forms and processes of the community. However, the nature and scope of 
this control must be defined in definitive terms for now the community 
is engaged in a collective struggle to develop functioning social forms. 
Max Stanford defines this control in the following terms: 
The struggle for community control of schools is a struggle to 
gain control or power over the system that affects eight to ten 
million black youth. The fierce struggle for black student 
power will occur in the high schools and junior high schools as 
more and more students gain the awareness of the necessity 
of community control.12 
Robert C. Maynard states that: 
To be sure, not all of those who support the concept of 
community control of the schools are black nationalists. 
Many believe that by decentralization the schools will be¬ 
come more responsive to the needs of the children and their 
parents. But this belief coincides with a widely held black 
nationalist belief that Black Americans have reached a point 
where they want to go alone . . . .13 
James Garrett, former Director of Black Studies at Federal City 
College, challenges the legitimacy of the present system: 
In a situation in which there are thousands of dropouts 
from elementary schools and junior high schools, the ques¬ 
tions that must be raised are not whether there is something 
12 
Max Stanford, "Black Nationalism and the Afro-American Student," 
The Black Scholar, June 1971, p. 29. 
1 3 
Robert C. Maynard, "Black Nationalism and Community Schools," 
Community Control of Schools (New York: Simon and Schuster, 1970), 
p. 104. 
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wrong with the children or their mothers or fathers, but 
whether there is something wrong with the educational 
system. 
Samuel Bowles, Harvard economist, carried the point one step 
further: 
Decision-making in the educational system is a sensitive 
barometer of the power relations within a society. The 
selection processes, the promotion probabilities, and 
the formulation of educational policy reflect who really 
counts and who really governs.15 
The above views of community control have also been documented by 
Kenneth Clark, Jonathan Kozol, Herbert Kohl and David Rogers.^ 
The legal ramifications of districts to subdelegate authority are 
increasingly gaining the attention of legal scholars who are beginning 
to examine the question of constitutionality of subdelegation within the 
parameters of state constitutional contraints which prohibit school dis¬ 
tricts from subdelegating certain of its functions. A germane note in 
the Georgetown Law Journal states: 
Under both general principles of administrative law and the 
reasoning of the school cases, the establishment of a purely 
advisory community board would be valid, since the statutory 
central board would review its advice and make up independent 
decision. Yet the concept of such a board is not new, and it 
has not been very successful where implemented. Moreover, this 
type of arrangement would no doubt be unsatisfactory to the 
community, since final accountability and control would remain 
in the central board. 
14 
James Garrett, Black Power and Black Education (Washington, D.C.: 
Drum and Spear Press, October, 1968), pp. 33-34. 
^Samuel Bowles, "Toward Equality of Educational Opportunity?" 
Harvard Education Review 25 (Winter 1968): 98-99. 
^Kenneth Clark, Dark Ghetto (Harper and Row, 1965); Jonathan Kozol, 
Death at an Early Age: The Destruction of the Hearts and Minds of Negro 
Children in the Boston Public Schools (Houghton Mifflin, 1967); Herbert 
Kohl, 36 Children (New American Library, 1967); David Rogers, 110 Living¬ 
ston Street: Politics and Bureaucracy in the New York City Schools 
(Random House, 1968). 
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Complete and formal community control on the other hand, 
would probably be held invalid as an improper delegation of 
discretionary powers. An intermediate position may be feas¬ 
ible: The board could consistently accept the advice of the 
community board or perfunctionary ratify its actions. Of course, 
the more automatic the reliance or ratification becomes, the 
less likely the courts are to uphold it. The practical problem 
with the intermediate position is that even if the board is in 
favor of decentralization, its power to reverse the decisions 
of the community board may generate popular mistrust and render 
the experiment lifeless.17 
Pseudo-community control is just as devastating as no control at 
all. Since individual states have the power over public education, new 
laws and commitments can create a new relationship between the states 
and local communities without intermediaries. The time demands that 
central boards of education be placed in a perfunctory position in 
favor of community boards. 
Also, the discrepancies between federal decentralization and com¬ 
munity control must be worked in such a manner that the emphasis of 
control is not lost in legalities. The apparent differences between the 
concepts of decentralization and community control can be summarized as 
follows : 
1. Under decentralization, authority is delegated to 
officials from the top down. Under community control, 
authority is entrusted to officials from the bottom 
up—i.e., by the electorate. 
2. Under decentralization, overall objectives are deter¬ 
mined by the central agency, and organizational needs 
have priority over the needs of the decentralized units. 
Under community control, the objectives of the com¬ 
munity district have priority. 
3- Under decentralization, a high value is placed on 
objectivity and impersonality in establishing standards 
for the evaluation of performance. Under community 
^"School Decentralization: Legal Paths to Local Control," 
(Washington, D. C.: Georgetown Law Journal, Vol. 57» No. 5, May, 1969)» 
p. 1002. 
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control, a high value is placed on ability to relate to 
the community and its needs. 
4. Under decentralization, selection of staff is on the 
basis of objective criteria and credentials. Under 
community control, selection is guided by political 
as well as by professional credentials. 
5. Decentralization is organization-oriented; it emphasizes 
the satisfaction of organizational needs. Community 
control is client-oriented; it emphasizes the satisfaction 
of individual needs.18 
The nature of the control being sought does not mean merely 
appointing Blacks to administrative positions in the existing school 
systems. Control must extend to the members of the community in which 
the schools exist. The conceptual objectives of community control are 
fourfold: 
1. Decision making regarding the procedures and processes of 
education, must be responsible to the community. 
2. There must be some organization of absolute administrative 
and fiscal control of the schools. 
3. The function of education must be redefined to make it 
responsive and accountable to the community. 
4. Supporters must be committed to complete control of the 
educational goals as they relate to the larger goals of 
community development and self-determination.19 
Decentralization and community control seem to be a viable vehicle 
whereby Black administrators can change the public educational structure 
and the ranking and ordering of priorities. The community should serve 
as a base of operation and power for administrators. 
18 
Melvin Zimet, Decentralization and School Effectiveness (New 
York: Teachers College, Columbia University, 1973)» p. 187- 
19 
Joseph Alsop, "No More Nonsense About Ghetto Schools," New 
Republic, September 13» 1967, pp. 46-47. 
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Opportunities and Demands for Black Administrators 
Despite this endangered specie notion, there still remains an over¬ 
whelming need for Black public school administrators in predominately 
or all Black systems. Also, demands for Black leadership in the social 
as well as political arena will continue as this country advances toward 
two societies, one black and the other white. Recent studies show that 
since the Brown Decision of 195^> there has been a steady decline in white 
population in urban cities as well as in school systems marked by an 
increase in Black population. White capitalists have seized upon this 
decline by designing and building small cities outside the main populated 
areas. The creation of these areas are parasitical in that its residents 
work in the inner cities and live outside the populated areas, thus, 
causing a drastic erosion of the city tax base. White flight, also, 
increases the opportunities and demands for strong effective Black 
leadership. 
Dr. James L. Lewis in a speech delivered at the National Alliance 
of Black Educators Conference stated that there are historical evolu¬ 
tionary factors related to the increase demands for Black educational 
1eadership. 
First of all, during the 1960's there was an appreciable 
increase in the number of Blacks registering and voting. 
By putting Blacks in political office, the ball started 
rolling for the recruitment and selection of Black adminis¬ 
trators. 
Secondly, a Black awareness movement spread rapidly through¬ 
out the United States. In the 1950’s this movement provided 
an impetus for ambitious Black administrators. This aware¬ 
ness movement began to decontaminate some of the colored 
folks and Negroes and transformed them into Black and beau¬ 
tiful people. Their love of self and their philosophy of 
28 
Black consciousness led to the hiring of Black supervisors 
and administrators by the score. 
Thirdly, the migration of Blacks to the urban communities 
and exiting of whites to the suburbs helped to transform 
predominately white communities into predominately Black 
communities. 
Fourth, white administrators were unable to cope with the prob¬ 
lems which were peculiar to the Black communities. Black people 
—perhaps I should say some Black people—felt that the only 
way to improve a predominately Black school district was to 
bring in Black administrators. In 1966 there were fewer than 
half dozen Black chief school officers throughout the country. 
Today we have about 42 Black superintendents. It is true that 
this is a small percentage, but this number will increase in 
the future and I am certain that many of you in the audience 
today will be called upon to become superintendents tomorrow. 
Fifth, the students played a major role also in getting more 
Blacks appointed to administrative positions. During the 
student rebellions of the late 1960's and early 1970's Black 
students demanded that more Black teachers and administrators 
be hired. The students felt that they could better relate to 
Black teachers, counselors, principals, and college presidents. 
They felt that some white educators were not sensitive to their 
needs.20 
These factors are a culmination of many years of struggling on 
the part of Black educational leaders. However, the kind of situations 
that Black administrators are entering are all too often bankrupt in 
terms of academic performances and financial soundness. 
Robert Frelow, in his article entitled "Minority Administrators 
and Desegregation" reveals the psychological aspects of the condition. 
In racially integrated schools, particularly, boards have 
demonstrated a reluctance to hire as top man a Black man. 
These boards are acutely sensitive to notions of racial 
balance. Maintaining racial balance generally refers to 
20 
James Lewis, Jr., "Opportunities for Ethnic Minorities in Public 
School Administration: The National Perspective," A National Alliance 
of Black School Educators Publication, Summer 1974, p. 14. 
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avoiding "tipping the scales" towards a higher percentage 
of Black children. Hiring a Black superintendent is viewed 
as a psychological acknowledgement that the district is 
going Black.21 
The psychological aspects, also, reveal that Blacks are hired as 
"firemen" or "crisis-stoppers" in the educational establishment. Dr. 
Hugh Scott believes that despite the orientation of the public education 
system, the minority administrators must work for the needs of the com¬ 
munity. The "Do's" and Don'ts" for minority school administrators are 
delineated in Scott's Thirteen Commandments listed below: 
1. Promote coordinated effort on the part of your Black 
colleagues to identify, present and resolve the edu¬ 
cational issues and needs of the Black community. 
2. Within the structure of the school system, voice con¬ 
structive criticisms and recommendations for changing 
school policies, practices and programs detrimental to 
the Negro community. 
3. Singly and collectively, participate in discussion and 
investigation of the issues raised by the Black com¬ 
munity and by your colleagues regarding Black educa¬ 
tional policy, practice or program affecting the Negro 
community. 
4. Review objectively and thoroughly the contrasting state¬ 
ments and views of conflicting individuals and groups. 
5. Provide professional assistance to individuals and groups 
in the Negro community for the establishment and main¬ 
tenance of effective channels for communication and 
action between representatives of community and schools 
so as to promote a collective approach to issues. 
6. Confine public criticism of and disagreements with 
existing and proposed school policies, practices and 
programs to principles related to specific issues 
rather than specific personalities and schools. 
21 
Robert D. Frelow, "Minority Administrators and Desegregation," 
Integrated Education 11 (May-June 1963): 28. 
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7- Keep within predetermined restricted boundaries all 
direct information received in confidential meetings 
or obtained from confidential reports. 
8. Actively initiate and arrange meetings in local school 
facilities of representatives of the Negro community, 
with or without invited school representatives, for 
the purpose of constructively exploring the educational 
problems and needs of the Negro community. 
9* Attend those key meetings which are sponsored by repre¬ 
sentatives of the Black community that are open to your 
attendance. 
10. Do not support, publicly or privately, those recommenda¬ 
tions or programs submitted by a representative of the 
Black community which you believe to be racist oriented 
in design and in intent. 
11. Do not permit the school system to place you in the 
role of defending in the Negro community those policies, 
practices and programs of the school system which you 
believe to be unjust and indefensible. 
12. Do not permit the school system to use you as its primary 
instrument to attack and discredit Negro leaders critical 
of the school system and its representatives, especially 
those critics who are the most vocal and vehement in their 
criticism of schools and educators. 
13- Do not allow your professional and social responsibility 
to the school system or to the Black community to prevent 
your voicing opposition to educational policies, practices 
and programs established or proposed by either which you 
believe to be unsound or unrealistic.22 
The small percentage of Black school administrators in this present 
system must carefully examine and analyze the above commandments for 
implementation in real life situations. For failure to do so is more 
than a matter of professional effectiveness and integrity, but rather, 
22 
Hugh J. Scott, "The Black School Administrator and the Black 
Community," Integrated Education; A Report on Race and School, July- 
August 1969» p. 55. 
31 
it is detrimental to the communities that put them in power, to students 
who have faith in their leadership potentiality and to other minority 
administrators who are to come in the future. 
Recruitment and Selection Processes for Educational Leaders 
The most mobile in the field of Educational Administration are 
those attaining the doctorate. They comprise about two percent of the 
150,000 people who fall into the category of leaders in education. They 
are three percent of the principals, 15 percent of the superintendents. 
The payoffs in terms of promotions, salaries and prestige reward those 
attaining the doctorate. Also, the total doctorate recipients in the 
United States are 109,071 with 8,521 in the field of educational adminis- 
23 
tration and supervision. Because of the mobility of doctoral recipi¬ 
ents in educational administration, the selection and recruitment process 
takes on an added dimension in the production of a new breed of public 
school administrator. 
Racially, there is an underrepresentation of minorities in the 
ranks of doctorates. This situation stems essentially from the same 
factors that account for their numbers in higher education generally. 
That is, economic deprivation (both in terms of funds available for 
graduate training and the pressure to hold a job earlier than white, 
middle-class college-age men and women), inadequate academic preparation, 
23 
"Mobility of Doctorates (Educational Administration and Super¬ 
vision) as Compared to all Doctorates," Leadership in Public Education 
Study AED, 1972, p. 69. 
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and the vestiges of discriminatory admissions policies. At the Ph.D. 
level the economic problem is compounded by the higher cost of doctoral 
education and by the long period of preparation, for white and Black 
students alike. Also, despite sharply increasing enrollment of Blacks 
in undergraduate programs, an estimated 85 percent in the last five years, 
to the point where Black undergraduate enrollment is now estimated to be 
6.2 percent of the total college enrollment, a comparable increase is not 
expected in the near future in the doctoral ranks. At the same time, 
2k 
demand for Black doctorates has increased sharply. The deficiencies 
in educational administration can be corrected by the establishment of 
doctoral programs at predominately Black institutions, increasing enroll¬ 
ment at the doctoral level at predominately white institutions and by 
having an adequate and meaningful recruitment and selection process. 
Recruitment comes first in any consideration of selection pro¬ 
cedures, since one may not select from among those who do not wish to be 
chosen. For the purposes of this statistical dissertation, the writer 
has defined recruitment as the process by which possible candidates for 
administrative preparation programs are identified and persuaded to con¬ 
sider entering the programs. The most definitive work on recruitment 
for advanced administrative preparation programs is the position paper 
published by UCEA in 1966, The Selective Recruitment of Educational 
Leaders. This paper summarizes the various positions taken by UCEA member 
2k 
James W. Bryant, A Survey of Black American Doctorates (New York: 
Ford Foundation Office of Reports, February, 1970), pp. 8-9. 
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universities on recruitment: 
1. The need for organized recruitment of talented 
candidates for school leadership posts is both 
urgent and great. 
2. No matter how great the quantitative need, the 
major focus in recruitment endeavors should be on 
quality and on attracting some of society's most 
talented individuals into leadership positions; 
procedures for identifying these individuals must 
be sharpened. 
3. All means of communication must be exploited to 
reach competent people and the attainment of 
increased financial support for their preparation 
deserves the highest priority. 
4. The task is so large and the challenge so great 
that only a systematically planned attack on the 
problem provides any hope for meeting the need.25 
Culbertson and Farquhar in the October, 1970 publication of the 
UCEA Newsletter discuss the need for major changes in the recruitment 
process: (1) expansion of the talent pool to include younger candidates, 
minority group members (especially blacks), and students from under¬ 
graduate and master's program particularly in social sciences; (2) greater 
effort to recruit candidates with prior teaching and administrative 
experience; and (3) more aggressive and systematic approaches to the 
2.S 
identification of potential candidates. 
Also, the literature identifies several factors that hinder recruit¬ 
ment in educational administration. One factor is that the recruitment 
process is generally restricted to persons already in education. This 




The Selective Recruitment of Educational Leaders (Columbus, Ohio: 
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Jack Culbertson and Robin Farquhar, "Recruiting and Selecting 
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for effective administrative success. Recently the validity and sound¬ 
ness of teaching experience as a prerequisite have been questioned. 
27 28 
Research by Talbot and Meade'1 states that "training in teachers' col¬ 
leges for teacher, principal or urban superintendent is largely irrele¬ 
vant for the staggering problems of running an urban school system." 
Furthermore, legislation in Oregon, Washington and California has elimi¬ 
nated teaching as a mainstay prerequisite for administrative promotion. 
The second limiting factor is the haphazard manner in which recruit¬ 
ment is typically conducted. The Cooperative Program in Educational 
Administration commented on this approach: 
1. No planned or organized program of recruitment of able 
talent to prepare for school administration as a career 
is being conducted by member institutions in the Middle 
Atlantic Region. 
2. Institutions depend to a great extent upon incidental and 
casual contacts made through catalogs, extension work, con¬ 
ferences, study councils, institutes, and seminars.29 
Griffiths supports these notions of the Cooperative Program in 
Educational Administration by adding that "recruitment of students to 
enter graduate schools of education in order to prepare themselves to be 
superintendents of schools is practically non-existent. Practically all 
Candidates for Administrative Preparation," UCEA Newsletter, 12 (October 
1970): 10. 
27 
Allan Tolbot, "Needed: A New Breed of School Superintendent," 
Harper's Magazine, February 1966, p. 81. 
28 
Edward Meade, "Expanding the Community of Education," A Ford 
Foundation Reprint, 1967. 
29 
Ross Neagley, Recruitment and Selection of School Administrators 
(New York: Cooperative Program in Educational Administration (Mid- 
Atlantic Region), Teachers' College, Columbia University, 1953), p. 32. 
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of the universities choose from among those who knock on the door." 
The third limiting factor is the second-rate ranking of public 
31 
school administrators and professional educators in general. Uzmack 
in his study to determine senior high school students' perceptions of 
the superintendency, found that students viewed the superintendent as 
having the lowest status as compared with other professionals in the com¬ 
munity and the majority of students had no interest in an education 
career because it entailed too much responsibility, was confining, and 
lacked appeal. The low perception of educational administration con¬ 
stitutes the largest obstacle to effective recruitment. Historically, 
education has been assigned to a low station in the academic ranking 
order. 
All of these limiting factors must be resolved if the recruitment 
of prospective superintendents and educational leaders is to be improved. 
A massive public relations campaign on the part of the educational 
establishment can change some of these perceptions. Hall and McIntyre 
suggest "the preparation of materials to be used in the elementary and 
secondary schools. These materials might include guidance leaflets, 
resource units, colored slides or motion pictures, and other similar 
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devices for portraying school administration as a career." Such a 
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Daniel E. Griffiths, The School Superintendent (New York: The 
Center for Applied Research in Education, Inc., 1966), p. 49* 
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Joseph Uzmack, "High School Students' Perceptions of the Chief 
School Administrator" (Doctoral dissertation, Pennsylvania State Uni¬ 
versity, 1963)» p. 42. 
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Roy Hall and Kenneth McIntyre, "The Student Personnel Program," 
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program "will permit tapping the talent available among liberal arts and 
science majors, many of whom are searching for ways to make meaningful 
33 
contributions to society." 
Finally, Culbertson and Farquhar offer some directions for changing 
recruitment and selection practices in the seventies* 
1. During the 1970's recruitment and selection efforts will 
be increasingly influenced by the fact that activities of 
researchers, developers, and administrators are gradually 
becoming more specialized and differentiated. 
2. Programs to recruit and select administrators will need 
to assume that those who would effectively head the 
nation's schools in the 1970's will require unprecedented 
capacities for leadership. 
3. Universities will need to make special efforts to continue 
to broaden the talent pools from which educational leaders 
are recruited and selected. 
4. Since there are many forces affecting leadership require¬ 
ments in education and since there are substantial needs 
to achieve adaptations in administrator recruitment and 
selection, existing certification requirements will need 
to be assessed and changed.34 
Chronologically, selection comes after recruitment. Basically a 
prediction task, selection involves a sifting, sorting, and personal 
perceptions procedure which separates the most desirable candidates off 
the top of the pool of applicants and screen-out the weakest candidates 
regardless of the quality of the group as a whole. The process is com¬ 
plicated by a lack of specificity as to the nature and scope of the 
leadership phenomenon, the criteria for administration success, and the 
33 
Chief School Officers: Recommendations and Report of a Survey 
New York State Regents Advisory Committee on Educational Leadership, 
(1961), pp. 2-3. 
34 
Culbertson and Farquhar, pp. 11-12. 
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context in which leadership will be exerted. 
The most common selection procedure involves the following: (1) 
letters of recommendations, (2) rating scales, (3) interviews, and (4) 
grades. McIntyre offers a rather discouraging critique of the tradi¬ 
tional process. 
Of all the rituals encumbering the selection process, inter¬ 
viewing is undoubtedly the hoariest—and the sorriest. 
Nothing in the research on selection methodology is so com¬ 
pletely established and repeatedly verified as the unreli¬ 
ability of short interviews as they are usually conducted. 
Unfortunately, the record of letters of recommendation is 
as dismal as that of interviewing. Although the subject has 
not been researched to any great extent, all available evi¬ 
dence indicates that the reading of letters of recommendation 
is approximately as enlightening as the reading of tea leaves. 
Rating scales vary considerably in usefulness, but the usual 
scale is little if any better than the usual letter or recom¬ 
mendation. The traits to be rated are often of limited rele¬ 
vance, the points on the scale are seldom clearly defined, 
and leniency is so rampant that only the upper end of the 
scale is ordinarily used.35 
Elsewhere in the literature, McIntyre gives more devastating state¬ 
ments on the selection process: "Self-selection is still the only 
selection that is to be found in many of our institutions. Taking all of 
our programs over the nation as a whole, the main admission requirement 
is that the person be present. On second thought, he doesn't even have 
o £ 
to be present—we'll take him sight unseen." 
J Kenneth McIntyre, Selection of Administrators (Columbus, Ohio: 
University Council for Educational Administration, 1966), pp. 7-8. 
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(Lincoln: Teachers College, University of Nebraska, National Con¬ 
ference of Professors of Educational Administration, 1964), p. 4. 
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Furthermore, he states: "Although we are fortunate in attracting 
into our field a few people who would undoubtedly compare favorably with 
the best in any other field, the average student of educational adminis¬ 
tration is so far below the average student in most other fields, in 
mental ability and in general academic performance, that the situation 
37 
is little short of being a national scandal." 
oQ 
Kenneth St. Clair"3 believes that the negativism of McIntyre could 
be dealt with by the expansion and evaluation of the traditional selec¬ 
tion process. He suggests that the factors below be closely examined. 
1. Intelligence Measures. The old stand-bys among aptitude 
measures, Miller's Analogies and the Graduate Record Examination battery, 
which are the most used devices, may be good enough to keep. That high 
verbal ability loads heavily on both is not necessarily bad; it simply 
warns that they are culture-biased and may be far from accurate when 
applied to some populations. Never to be applied as the sole weeder- 
outer, the intelligence measure appears to be a necessary part of a 
selection procedure in educational administration. 
2. Personality Inventories. As always, the findings of trait 
studies entice us to continue to apply objective measures of personality 
attributes as predictors of leadership success. . . Who can say that 
selections ought not attempt to assure themselves that future leaders 
be wholesomely self-oriented and positively task and socially oriented? 
3. Personal History Blanks. For a decade, or so, researchers 
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ed. Luvern Cunningham and William Gephart (Itasca, Illinois: F. E. 
Peacock Publishers, Inc., 1973), pp. 280-282. 
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in selection have used personal background variables, such as those found 
on the typical application form, in the prediction of occupational suc¬ 
cess. . . Since every preparation program gathers such forms from appli¬ 
cants as a matter of course, it would seem only wise to utilize them to 
the fullest for selection purposes. Further research, on groups speci¬ 
fically destined for school positions, is required. 
4. Sociometrics. Peer ratings, "buddy sheets" and other forms of 
sociometric devices have had a long and commendable history as predictors 
of leadership potential . . . Peer ratings are easy to administer, once 
a group is formed in a preparation program, but they are difficult to 
come by in a field setting. As yet, no study is available of a large 
group of subjects measured by sociometric techniques and followed up in 
the field of school administration. Further study is clearly mandated. 
5. Situation Performance Test. Fully as promising to the selector 
as the personality measures are those tests of behavior known as situa¬ 
tion performance tests. Conceived by the situationist proponents, these 
tests attempt to control, usually by simulation means, the situation 
variables so that behavior variance in the subjects may be better iden¬ 
tified and examined. . . Once again, the evidence is incomplete but 
worthy of notice and further study. "In-basket," "house parties" and 
other simulation devices appear to measure some kind of behavior in a 
reasonably stable fashion. 
6. Judgmental vs. Actuarial Prediction. Akin to the peer rating 
techniques is the judgmental (or clinical) prediction approach which 
involves feeding a quantity of test and non-test data about a subject to 
a knowledgeable predictor for his assessment of the subject's potential 
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for success in some post. While not as "clear" as a statistical predic¬ 
tion, the judgmental prediction has proved reliable and powerful enough 
to warrant further study. 
All of these factors merit additional research for full implementa¬ 
tion in the selection procedure and the implications are not just for 
the doctoral program in school administration but indeed for the total 
graduate offerings at this institution. 
The Atlanta University doctoral selection seems to be a composite 
of the traditional and some of the tenets of St. Clair. The Evaluation 
For Candidate Interviews inventory used by this institution takes in 
consideration the following factors: (1) appearance, (2) attitude, (3) 
intelligence, (4) communication, (5) leadership, (6) values, (7) stability, 
(8) commitment, and (9) background—experiential and educational. 
The conceptual model seeks to determine patterns of predecisional 
behavior and to analyze applicants' responses to complex problem-solving 
situations. This is indicated by the questions posed to applicants during 
the 1972 interview sessions. 
1. Tell us a little about your personal life—where you were 
born, went to college, family, etc., community where you 
are now working. 
2. Tell us a little about your educational background and 
experience. (What do you think is the most important 
thing you have gotten from your recent training)? 
3. What do you consider the chief function of a superintendent 
of schools? 
4. What do you think constitutes a good school system—good 
school program? What criteria would you use in evaluating 
an educational program? 
5. What major problems have you faced in your present or previous 
administrative positions? How did you solve these problems? 
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6. How would you try to keep the public informed of the work 
of the school? What experience have you had in working with 
the citizens of your community on school problems? What is 
your philosophy regarding community and/or citizen partici¬ 
pation in school affairs? (How would you involve citizens 
in improving their schools?) 
7. What do you consider to be your greatest assets and abilities? 
The types of questions and the model used is in keeping with the 
observation of Farquhar: 
Selection procedures are moving, on the one hand, toward the ap¬ 
plication of more rigorous measures of cognitive ability and, 
on the other hand, toward the development of more subjective 
assessments of a variety of behavioral and personality charac¬ 
teristics. Concentrated research is badly needed to devise 
screening mechanisms which have some validity in predicting 
successful administrative performance.39 
Composition of the Doctoral Selection Committees 
The 1972 selection committee was composed of twelve members, six 
faculty members and six non-university representatives. Initial screening 
of applications was conducted by faculty members in order to limit the 
numbers for interviewing purposes. After this process, approximately 
twenty-three applicants were invited to the interview. Each committee 
member rated the applicants and from this computation ten applicants were 
recommended, eight as Ford's fellows and two as non-stipend students, to 
the School of Education Committee which retained the power for final 
decisions. 
In 1973 an initial Screening Committee was established, which 
included four doctoral students in educational administration, the Program 
39 
Robin Farquhar, "Trends and Needs in Superintendent Preparation." 
The School Administrator (September 1958): 11. 
42 
director and two departmental faculty members. Individual committee 
members reviewed every folder, and then established a ranked list of the 
applicants. By way of this process, the committee established a group 
of fifteen persons who were considered to be worthy of invitations to a 
personal interview session. The initial Screening Committee then invited 
the entire department, and six community lay persons, to sit with the 
committee to interview the fifteen applicant finalists. 
After the interview process was concluded each committee member 
was asked to develop a list, ranking the interviewed applicants. By a 
process of elimination and assessment of the rankings, the selection of 
eight students was based upon those receiving the highest rankings of the 
committee members. This group of applicants became the eight to be recom¬ 
mended to the School of Education Committee for final approval. 
In 1974 a Selection Committee of nine was approved by the Department 
of Educational Administration and given full responsibility for recom¬ 
mending eight applicants to the School of Education Committee. The 
committee was composed of three faculty members, three students, and 
three non-university representatives. One condition for accepting mem¬ 
bership on the committee was a commitment to participate in all of the 
interviews. The faculty and students were selected by their respective 
groups and the non-university representatives selected by the faculty and 
student committee members. 
Each member was asked to read the paper credentials of all of the 
applicants, rate the various items and determine who should be interviewed. 
The committee then met to agree on those to be interviewed based on the 
composite ratings. Twenty were selected for interviews and eight were 
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recommended to the School of Education Committee. 
Summary 
The ramifications of this chapter explain the philosophical tenets 
incorporated in the study. More specifically, three subtopics were dis¬ 
cussed: (1) Public Education and the Black Community, (2) Opportunities 
and Demands for Black School Administrators, and (3) Recruitment and 
Selection Processes for Educational Leaders. 
The writer sought to identify the pressing needs for Black school 
administrators in terms of identification, problem-solving, philosophi¬ 
cal soundness, recruitment and selection. For as Leslie Lacy stated, 
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"this can still be our century." The demand is urgent, the time is 
short, and the hour is near for an adequate means of recruitment, selec¬ 
tion, preparation and placement of a new breed of Black school adminis¬ 
trators. For the present condition of minority children in this educational 
establishment reveals that educational problems of minorities are short of 
a national scandal in terms of academic performance and post-secondary 
piacement. 
Statistically, students spend 15>150 man-hours in this school sys¬ 
tem over a span of twelve years but all too often they leave this public 
enterprise without marketable and salable skills. Annie Stein stated 
that this is a "massive accomplishment" on the part of this institution¬ 
alized education system. She states that: 
The average child in eighty-five percent of the Black and 
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Puerto Rican schools is functionally illiterate after eight 
years of schooling in the richest country in the world. 
This is a massive accomplishment. 
It took the effort of 63,000 teachers, thousands more 
administrators, scholars, and social scientists, and the 
expenditure of billions of dollars to achieve. Alone, 
however, the "professional" educators could not have done 
it. They needed the active support of all the forces of 
business, real estate interests, trade unions, willing 
politicians, city officials, the police, and the courts. 
Perhaps an even greater achievement of the schools has been 
their ability to place the responsibility for this extra¬ 
ordinary record of failure upon children themselves, their 
families, and their communities. Social scientists engage 
in learned disputes as to whether it is heredity or environ¬ 
ment that makes the child of poverty an inferior form of 
humankind—but the assumption of his inferiority is not dis¬ 
puted, except by his parents and by the child himself. 
Ulysses Byas, the past president of National Alliance of Black School 
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Educators, stated that "me speaks for me" and a somewhat academic inter¬ 
pretation is that Black administrators in concert with the Black community 
must speak and seek the kinds of programs that will change the apparent 
direction of this reprehensible system. 
Finally, the writer sought to establish a correlation between the 
selection procedures and educational effectiveness. A direct correlation 
between these two processes can lead to the production of "problem- 
solvers" not "crisis stoppers." Since Atlanta University is the only pre¬ 
dominately Black institution involved in such training at the doctoral 
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level, the responsibilities are great and the final outcome 
because the selection process in educational administration 





DATA COLLECTION AND ANALYSIS 
This chapter analyzes a step-by-step account of research procedures 
necessary to secure the data, carry out the purposes of the study and to 
test the hypotheses. The research methods for accomplishing this task 




Collection of Data 
Coding of Data 
Analysis of Data 
Summary 
Introduction 
The purpose of the study is to secure a broader base of knowledge 
about the following: (1) Characteristics and background of Black accepted 
and rejected applicants, (2) Present aspirational level of Black accepted 
and rejected applicants, (3) Aspirational level before retirement of 
Black accepted and rejected applicants, (4) Aspirations and the selec¬ 
tion process, (5) Applicants1 perceptions of variables in the selection 
process, and (6) Rejection and the selection process. 
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This descriptive information and wealth of knowledge will serve as 
convincing evidence that there is, an overwhelming need for Doctoral 
Programs in Educational Administration at predominately Black institu¬ 
tions. The findings of the study, also, will contribute in major ways 
to the improvement of the Atlanta University Program and add impetus to 
the proposed programs at Howard University and Texas Southern University. 
The presentation of this salient data is one of the most important 
considerations in this statistical dissertation. The most effective way 
of presenting statistical or quantitative data is through the use of 
tables and graphs. The primary function of a table is to organize and 
classify data. A graph presents this data visually. Visual presenta¬ 
tion makes quantitative data more easily understood. 
The statistical table is the most important form for presenting 
data. The graph is used primarily to present statistical data so that 
it may be understood quickly and clearly. The adage that "a picture is 
worth ten thousand words" is a true statement and explains the popular¬ 
ity of picture magazines and books. 
Instrumentation 
The data for the study were gathered through the use of a mailed 
research instrument to Black applicants. This instrument was entitled: 
Inventory For The Study of Doctoral Selection Process which consisted of 
23 items. The aim of this inventory was to gather descriptive not pre¬ 
dictable information about Black applicants who had applied for admission 
to the Ford Foundation funded Doctoral Program in Educational Administra¬ 
tion. This inventory consisted of two major parts: Occupational and 
Demographic Characteristics and Criteria and Impressions of the Selection 
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Process. 
The data gathering system used in the study was divided into three 
sections. The first section was designed to record data regarding des¬ 
criptive information, personal profiles of applicants, crosstabulation 
of variables, and career aspirations of applicants. For example, the 
number of years the respondent has worked in the educational field, the 
age, sex, employment duration and aspiration before retirement. 
The second section of the instrument was designed to examine the 
rejected applicant's conceptual framework of rejection in the selection 
process. For this section of the study five questions were designed to 
elicit responses that identify the rejected applicant's perception of 
the process. 
The third, and last, section of the research instrument was designed 
to elicit from 
cess such as: 
applicants their ranking of variables in the selection pro¬ 
(a) Career aspirations 
(b) Employment duration 
(c) Present job status 
(d) Age 
(e) Undergraduate and Master major 
(f) Sex 
(g) Leadership potential 
The scales are self administering and do not require any instruction 
beyond those on the page of the inventory. In taking the Scale, the respon¬ 
dent responds to each item such as "How would you rate your leadership 
potential" which is a Likert-type question. Also, there are such items 
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as: "What is the highest position aspired to before retirement?" and 
"How many years total, including this year have you worked in the educa¬ 
tional field?" 
Population 
The statistical sample in the study was composed of three hundred 
and thirty-nine (339) Black applicants who applied to the Ford funded 
Doctoral Program in Educational Administration at Atlanta University 
during the time frame, 1972-74. There were a total of 25 applicants 
accepted in the Ford funded program with two of them being non-Black. 
However, the purposes and ramification of this investigation deals only 
with Black applicants. More specifically, one hundred and ninety-nine 
(199) Black applicants participated and returned questionnaires, giving 
a fifty-eight point seven (58.7) percent rate of return. Moreover, this 
sample is not randomized, therefore, generalizations of the final results 
of the study do not apply to all doctoral Black applicants in the field of 
educational administration. 
The following bar graph illustrates the breakdown of the total popu- 
1 at ion: 
GRAPH 1 
DISTRIBUTION OF APPLICANTS 
White Female 
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There was a total of 489 applicants to apply to the Ford funded 
program in Educational Administration at Atlanta University. The total 
male population is 283 applicants with 67.5 percent Black and 32.5 per¬ 
cent white. The total female population is 206 applicants with 71.8 
percent Black and 18.2 percent white. This information is provided here 
to give a total conceptualization of the population. The percentages in 
Table 1 are based on the total application distribution. 
Table 1 is a breakdown of the Black population: 
TABLE 1 
BLACK APPLICANTS DISTRIBUTION 
B1 ack B1 ack 
Applicants Male Percent Female Percent Total 
Accepted 14 4.1 9 2.7 23 
Rejected 177 52.2 139 41.0 316 
Total 191 56.3 148  **3.7 339 
The total Black population is 339 with 56.3 percent male and 43.7 
percent female with a total acceptance rate of 6.8 percent due to the 
fact that only 24 stipend positions were available with two non-Blacks 
being accepted and two Blacks entering the Ford funded program as non¬ 
stipend students. 
Collection of Data 
The process of collecting the data is divided among the time 
frames outlined as follows: 
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September 27, 1974 
October 25, 1974 
November 8, 1974 
A letter of introduction and the 
Inventory For the Study of Doctoral 
Selection Process was mailed to three 
hundred and thirty-nine research sub¬ 
jects. The letter explains the pur¬ 
poses of the study and also requests 
their cooperation in securing the 
necessary data. 
The research subjects were informed 
that the inventories returned to the 
researcher would be put into an anony¬ 
mous code at once and held completely 
confidential. The respondent popula¬ 
tion (N=190) was obtained within a 
three week period. 
A follow-up letter was mailed to 
those research subjects who had not 
responded. 
Data collection was discontinued 
because of the time constraint of 
getting all research data computed. 
Coding of Data 
The statistical data collected in the study must be coded so that 
it can be punched into cards before any analysis of data can be accom¬ 
plished. Also, the Statistical Package for the Social Sciences (SPSS) 
format requires the use of the IBM 360. 
All SPSS control cards have two portions: (1) a control field which 
occupies card columns 1 to 15 and contains the control word or words which 
identify the card to both the researcher and the system; and (2) the speci¬ 
fication field occupying card columns 16 to 80 of that and all subsequent 
cards necessary to complete the specifications and containing the parameters 
and arguments required by the particular control card being used.^ 
^Dale H. Bent, C. Hadlai Hull and Norman H. Nie, Statistical Package 
For The Social Sciences (New York: McGraw Hill Book Company, 1970), p. 13» 
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The SPSS control card has a maximum length of eight characters, the 
first of which must be an alphabetic letter. Example of a variable list 
card: 
1 16 
Variable List AGE, SEX, INCOME, OCCUP, EDUCATION 
The crosstabs card refers to any variable name which has been 
previously defined, either on a variable list card in the existing file, 
or by means of variables transformation. The following example illustrates 
how two to five-way tables can be produced by means of the crosstabs cards. 
1 16 
CROSSTABS AGE by SEX Two-Way 
CROSSTABS AGE by SEX by OCCUP Three-Way 
CROSSTABS AGE by SEX by OCCUP by INCOME Four-Way 
CROSSTABS AGE by SEX by OCCUP by INCOME by ED. 
Five-way 
Quite often in Educational research, the measurement of a variable 
has not been obtained for every case. In survey research, this is often 
because respondents refuse to answer certain questions or respond with 
"don't know," or it is occasionally due to respondents' omission. For 
these reasons, SPSS includes a number of processing options for handling 
variables for which some of the cases do not have a valid measurement. 
Each variable input into SPSS system may possess from one to three values 
which are designated as missing. The researcher may select any values 
he desires. 
Analysis of Data 
The first task of data analysis is to examine the characteristics 
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of the distribution of each of the dependent and independent variables 
under investigation. The following examples illustrate the dependent and 
independent variables in this study. 
Dependent Variables (DV) 
DV1 = Characteristics and background of the accepted and 
rejected applicants 
DV2.1 = Present Aspirations 
DV2.2 = Aspirations Before Retirement 
DV2.3 = Aspiration and the Selection Process 
DV3-1 = Applicants' Perception of Variables in the Selection 
Process 
DV3.2 = Rejection and the Selection Process 
Independent Variables (IV) 
IV1 = Job Status 
IV2 = Reasons for Applying 
IV3 = Occupational Responsibilities 
IV4 = Experience in the Educational Field 
IV5 = Employment Duration 
IV6 = Age Distribution 
IV7 = Educational Attainment 
IV8.1 = Undergraduate and Master Major 
IV8.2 = Racial Composition of Undergraduate School 
IV9 = Sexual Distribution 
IVI0 = Employment Population Distribution 
IV11 = Income Distribution 
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Profiles in the Data Analysis 
The profiles are based upon the ranges, means, and distributions 
of the independent variables. There are six profiles identified in the 
study. 
(1) General Profile of Accepted Applicant 
(2) General Profile of Rejected Applicant 
(3) General Profile of Male Accepted Applicant 
(4) General Profile of Female Accepted Applicant 
(5) General Profile of Male Rejected Applicant 
(6) General Profile of Female Rejected Applicant 
Testing the Hypotheses 
This statistical dissertation involved the testing evaluation of 
five null hypotheses, (HOI, H02, H03, H04, H05), and two alternative 
hypotheses, (HA1 and HA2). The null hypotheses state that no significant 
differences exist between the observed and theoretical frequencies and 
the alternative hypotheses state that there are significant differences 
between the observed and theoretical frequencies. The réintroduction of 
the hypotheses in the study at this point is germane and experimentally 
sound. 
Null Hypotheses 
HOI There are no significant differences between the accepted 
Black applicants and the rejected Black applicants with regard 
to career aspiration. 
H02 There are no significant differences between the accepted 
Black applicants and the rejected Black applicants with regard 
to employment duration. 
H03 There are no significant differences between the accepted 
Black applicants and the rejected Black applicants with regard 
to job status. 
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H04 There are no significant differences between the accepted 
Black applicants and the rejected Black applicants with regard 
to undergraduate major. 
H05 There are no significant differences between the accepted 
Black applicants and the rejected Black applicants with regard 
to leadership potential. 
Alternative Hypotheses 
HA1 There are significant differences between the accepted 
Black applicants and the rejected Black applicants with regard 
to age. 
HA2 There are significant differences between the accepted 
Black applicants and the rejected Black applicants with regard 
to sex. 
The .05 alpha level, significance served as the criterion for 
rejecting the Null Hypotheses. An interpretation of the .05 level was 
considered significant for the purposes of this study. Results and 
findings of the statistical analyses are reported in Chapters four, 
five and six. 
Data Analyses Diagram 
This writer will use the "STATISTICAL PACKAGE FOR THE SOCIAL 
SCIENCES" (SPSS) computer program in treating data. 
BLACK DOCTORAL APPLICANTS 
Frequency Distribution 
Central Tendencies 
Chi Square - similarities 
T-Test — differences 
Coefficient of Correlation - relationship 
Regression Analysis - strength or relationship 
GENERAL PR0T0TYPIC PROFILE 
PROTOTYPIC PROFILE OF ACCEPTED APPLICANTS 




Chi square will be used to determine significance at the end of 
each crosstabulation. 
Summary 
The purview of this chapter deals with research methods incorporated 
in the study. More specifically seven topics were discussed: (1) Intro¬ 
duction, (2) Instrumentation, (3) Population, (4) Collection of Data, 
(5) Coding of Data, (6) Analysis of Data and (7) Summary. 
The researcher used the Inventory For The Study of Doctoral Selec¬ 
tion Process, developed by Dr. Albert Adams and the researcher. The 
inventory consists of 23 items germane to the Doctoral selection process 
at Atlanta University. It was used to gather descriptive not predict¬ 
able data on Black applicants. The Scale, a 23 item self-determining 
inventory that does not require any instruction beyond those on the front 
page. 
The statistical sample was chosen from a population of three hundred 
and thirty-nine Black applicants who applied to the Ford funded Doctoral 
Program in Educational Administration. One hundred and ninety applicants 
participated and returned the research instrument. The study is not 
randomized, therefore generalization of the final results does not apply 
to all doctoral Black applicants in the field of educational adminis¬ 
tration. However, the results can be used to discuss Black applicants 
in general. 
CHAPTER IV 
PRESENTATION AND INTERPRETATION OF DATA 
This chapter reviews the technique for classification and identi¬ 
fication of researchable problems in the study. The Inventory For The 
Study of Doctoral Selection Process and the Doctoral Selection Procedure 
Questionnai re were the primary instruments used for statistical analyses. 
Discussions are incorporated under the following headings: 
Introduction 
Descriptive and Demographic Findings 
Testing of Hypotheses 
Selective Variables in the Selection Process 
Conceptualization of the Selection Process by Faculty 
Members and Accepted Ford Students 
Summary of Findings. 
Introduction 
The first task of data analysis is to determine an appropriate 
method of measuring the relationship of each of the independent and 
dependent variables under investigation. Descriptive analysis, on the 
other hand, will point out characteristics of the group being observed. 
This researcher will use mean (x), standard deviation (w), frequency 
2 
distribution (f), chi square (X ), analysis of variance (ANOV) and 
cross-tabulation for data investigations and interpretations. Data 
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analysis is based on the respondents' population. 
Of the 339 Black applicants surveyed, 199 completed the inventory 
giving a 58.7 percent return rate. All of the accepted applicants (23) 
completed and returned the inventory. The yearly distribution of re¬ 
jected applicants is as follows: 1972—40 inventories (58.9 percent), 
1973—57 inventories (43.2 percent), and 1974—79 inventories (58.5 
percent). 
Descriptive and Demographic Findings 
TABLE 2 
FREQUENCY DISTRIBUTION OF RESPONDENTS 
Sex Accepted Rejected 
(f) (f) 
Male 14 92 
Female 9 84 
The accepted rate for male applicants is 60.9 percent as opposed 
to 39.1 percent for females with the following yearly rates: 1972— 
71.4 percent male and 28.6 percent female; 1973—50 percent male and 
50 percent female; 197^1—62.5 percent male and 37.5 percent female. 
The geographical location is as follows, 42.3 percent from Georgia, 14.3 
percent from each of the following states, Missouri, Tennessee, Washing¬ 
ton, D. C., California and 7-1 percent from each of the following states, 
Maryland, Mississippi, Illinois, Wisconsin, New York,- South Carolina, 
Louisiana, and Arizona. There is a significant difference in the regional 
population between applicants at the .05 level of confidence. Accepted 
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applicants come from large urban areas while rejected come from small 
cities and towns. 
TABLE 3 
MEAN AND STANDARD DEVIATION MARTRIX FOR AGE 
Y72 Y73 Y74 
x 35-7 34.0 36.2 
Accepted Males 
8.4 6.1 5.0 





1 7.3 6.8 
X 30.0 30.8 36.3 
Accepted Females 
O— 4.2 7-9 5.7 
x 34.1 33.9 34.3 
Rejected Females 
0— 7.6 6.6 7.6 
x = Mean 
° = Standard Deviation 
Accepted applicants are younger than rejected applicants by a mean 
difference of 3*67 years except for 1974 accepted females who are 2.0 
years older than their counterparts. Also, there is no significant 
difference in marital status of applicants at the .05 level of con¬ 
fidence. 
There is a yearly significant difference as to the current working 
experience of applicants at the .05 level of confidence. The 1972 
rejected applicants have more current experience than that year's 
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TABLE 4 
MEAN AND STANDARD DEVIATION MATRIX FOR CURRENT 
WORKING EXPERIENCE 
Y72 Y73 Y74 
x 5.8 8.0 10.4 
Accepted Males 
5.3 1.0 5-9 
x 7.3 7.3 8.3 
Rejected Males 
6.9 5.2 6.0 
x 4.0 3.0 8.7 
Accepted Females 
a— 1.4 2.8 6.7 
x 8.1 7.0 6.7 
Rejected Females 
a— 5.2 5.6 4.8 
x = Mean 
w” = Standard Deviation 
accepted applicants by a mean difference of 5*6 years. Also, 1973 
rejected applicants have more experience than their counterparts by a 
mean difference of 3.3 years. However, the 1974 accepted applicants 
have more experience than that year's rejected group by a mean differ¬ 
ence of 4.1 years. The internal mean differences reveal that accepted 
current working experience is 6.65 years and the rejected mean is 7.45 
years. 
There is a significant sexual difference in educational experience 
at the .05 level of confidence with a male mean difference of 11.8 years 
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TABLE 5 
MEAN AND STANDARD DEVIATION MATRIX FOR EDUCATIONAL 
EXPERIENCE 
Y72 Y73 Y74 
X 11.0 10.3 13.2 
Accepted Males 
a— 8.0 3.2 4.1 
X 11.6 11.7 13.2 
Rejected Males 
6.7 6.7 6.4 
X 6.0 8.5 12.3 
Accepted Females 
° 1.4 7.7 4.1 
X 10.1 11.3 10.3 
Rejected Females 
5.9 6.7 5-6 
x = Means 
o— = Standard Deviation 
and a female difference of 9.75 years. Also, there is a yearly decrease 
in the standard deviation score at the rate of 5.52 with a proportionate 
lessening in the yearly variance. However, there is no significant 
difference at the .05 level of confidence between the accepted and re¬ 
jected applicants. 
Applicants were asked to rank in order, their reason for applying 
to the doctoral program. In accordance with Table 6, composite reasons 
for applying are ranked in the following order: (1) academic pursuits, 
(2) promotion, (3) others, (4) state certification and (5) peer influence. 
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The others factor includes such responses as "to help Black people," 
"position of influence," "personal gratification," and "personal goals." 
There is no significant difference between applicants at the .05 level 
of confidence except for the 1974 females who rank promotion first. 
TABLE 6 
DEGREE OF DIFFERENCES AMONG APPLICANTS ON THE 























tification 1 .0 0.0 0.0 0.0 4.0 1.0 6.0 
Promotion 2.0 6.0 5.0 6.0 9.0 21.0 49.0 
Academic 
Pursuits 21 .0 12.0 29.0 20.0 24.0 20.0 126.0 
Peer 
Influence 1.0 0.0 2.0 0.0 2.0 0.0 5.0 
Others 3.0 2.0 1.0 1.0 2.0 4.0 13.0 
Totals 28.0 20.0 37.0 27.0 41 .0 46.0 199.0 
f = Absolute Frequency 
The comparative profile spells out the yearly characteristics of 
applicants. There is a significant difference in the sex of the appli¬ 
cants at the .05 level. Also, there is more variance in the income 
factor between applicants with the average income for 1972 being twelve 
to fourteen thousands, 1973» ten to eleven thousands and 1974, fifteen 
to sixteen thousands. The 1973 accepted female applicants had the 
lowest average income, eight to nine thousands and the 1974 accepted 
males had the highest income, twenty to twenty-one thousands. 
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TABLE 7 
A COMPARATIVE YEARLY PROFILE OF APPLICANTS 






x 35.6 5.4 7-3 10.6 1.8 
o- 7.6 2.1 5.9 6.4 .013 
x 34.4 4.4 6.9 11.3 1.9 
1973 
CT~ 6.9 1.8 5.1 6.3 .957 
x 36.5 4.9 7.6 11.8 1.7 
1974 cr- 7.1 2.1 5.4 5.9 .83 
- .. “See Appendix E. 
x = Mean r 
c7- = Standard Deviation 
The rejected population came from small cities while the accepted 
population came from large urban areas. Age, present employment, and 
educational experience were discussed in prior sections. 
Testing of Hypotheses 
This section of the chapter examines the null (HO) and the alter¬ 
native (HA) hypotheses which are the basic statistical foundations of 
this study. Essentially, both hypotheses test the idea of whether or 
not accepted and rejected applicants are significantly different. If 
2 
the computed value for chi square (X ) is greater than the table value, 
the null hypothesis is rejected. Also, if the computed value for chi 
2 
square (X ) is less than or equal to the table value, the alternative 
hypothesis is accepted. 
HO^ There are no significant differences between the accepted 
Black applicants and the rejected Black applicants with regard to career 
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aspirations. 
Table 8 indicates a significant difference between accepted and 
rejected applicants in terms of career aspirational levels. 
TABLE 8 

















Accepted 39.1 21.7 0.0 17.5 21.7 
Rejected 19.3 15.3 15.3 36.5 13.6 
Total 29.2 18.5 7.7 27.0 17-6 
X2 = 15*888 Significant at .05 level. 
At the .05 level of confidence a chi-square value of 9.488 or 
greater is required to reject the null hypothesis. The computed chi 
square was 15.488, therefore the null hypothesis is rejected. 
HO2 There are no significant differences between the accepted 
Black applicants and the rejected Black applicants with regard to 
employment duration. 
Table 9 indicates little relationship between accepted and rejected 
applicants in terms of employment duration. 
At the .05 level of confidence a chi square value of 14.067 is 
required to reject the null hypothesis. The computed chi square was 
8.916, therefore, the null hypothesis is accepted. 
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TABLE 9 








16-20 Years 21-25 Years 
Percent Percent 
Accepted 52.9 29.4 11.8 5.9 0.0 
Rejected 50.0 29.5 12.8 6.4 1.3 
Total 51.5 29.5 12.3 6.2 .65 
= 8.916 Not Significant at .05 level. 
HO^ There are no significant differences between the accepted 
and rejected Black applicants with regard to present job status. 
Table 10 indicates a significant difference between accepted and 
rejected applicants in terms of present job status. 
TABLE 10 




















Accepted 21.7 26.0 26.2 8.7 8.7 8.7 
Rejected 18.8 60.8 4.0 6.8 6.8 2.8 











 79 Significant at .05 level. 
In accordance with the .05 level of confidence a chi square of 
15.51 or greater is required to reject the null hypothesis. The com¬ 
puted chi square was 30.79, therefore, the null hypothesis is rejected. 
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HA.| There are significant differences between the accepted black 
applicants and the rejected black applicants with regard to age. 
Table 11 indicates no relationship between accepted and rejected 
applicants in terms of age distribution. 
TABLE 11 
AGE DISTRIBUTION OF APPLICANTS 
Group 20-29 Percent 30-39 Percent 40-49 Percent 50-59 Percent 
Accepted 21.7 56.6 21.7 0.0 
Rejected 24.7 51.7 20.2 3-4 
Total 23.2 54.2 20.9 1.7 
= 45.28 Significant at .05 level. 
At the .05 level of confidence a chi square value of 18.31 or 
less is required to accept the alternative hypothesis. The computed 
chi square was 45.28, therefore, the alternative hypothesis is rejected. 
HO^ There are no significant differences between the accepted 
and rejected Black applicants with regard to undergraduate major. 
Table 12 indicates no significant differences between accepted 
and rejected applicants in terms of academic major. 
In accordance with the .05 level of confidence a chi square of 11.07 
or greater is required to reject the null hypothesis. The computed chi 
square was 6.126, therefore, the null hypothesis is accepted. 
HA^ There are significant differences between the accepted Black 























Accepted 34.8 34.8 0.0 13.0 13.0 4.3 
Rejected 52.8 19.9 9.1 6.8 4.0 7.4 
Total 43.8 27.3 4.6 9.9 8.5 5.9 
2 
X =6.126 Not Significant at .05 level. 
Table 13 indicates a significant difference between accepted and 
rejected a pplicants with regard to sex. 
TABLE 13 
SEX DISTRIBUTION OF RESPONDENTS 
Group Male - Percent Female - Percent 
Accepted 60.9 39.1 
Rejected 52.3 47.7 
Total 53.3 46.7 
= .3080 Significant at .05 level. 
At the .05 level of confidence a chi square value of 3.841 or less 
is required to accept the alternative hypothesis. The computed chi 
square was .3080, therefore, the alternative hypothesis is accepted. 
HOj. There are no significant differences between the accepted 
Black applicants and the rejected Black applicants with regard to 
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leadership potential. 
Table 14 indicates no relationship between accepted and rejected 
applicants with regard to the ranking of leadership potential. 
TABLE 14 










Accepted 69.6 18.7 11.7 0.0 
Rejected 54.0 25.6 20.4 0.0 
Total 61.8 22.1 16.1 0.0 
o 
X = 6.037 Not Significant at .05 level. 
A chi square of 14.067 or greater is required to reject the null 
hypothesis. The computed chi-quare was 6.037» therefore, the null 
hypothesis accepted. 
Selective Variables in the Selection Process 
Each applicant was asked to rank the following variables in order 
of importance as they affect the selection process: career aspiration, 
employment duration, present job status, age, sex, undergraduate and 
master major and leadership potential. The mean factor scores for each 
applicant were converted to standard scores and plotted. The plotting 
of standard factor scores serve as the basis for the factorial profile. 
Central points on each axis represent the standard scores for each year. 
GRAPH 2 
FACTOR PROFILE FOR APPLICANTS ON THE RANKING 
I 
Development Variables 




Profile Scale Legend: 
  1972 Applicants (N = 48) 
  1973 Applicants (N = 64) 







Developmental variables refer to behaviors that can be learned or 
modified. They also suggest an interest in the development of personal 
values, philosophical thought and aesthetic experiences. Control vari¬ 
ables, on the other hand, are conditions of genetic and environmental 
constraints such as age and sex over which the applicant has no control 
or cannot develop. Also, the ranking and ordering of the developmental 
and control variables by accepted and rejected applicants are not only 
for statistical analysis but will shed highly relevant insight into the 
procedure for selection. 
Based on the factor profile, there is mutual agreement among appli¬ 
cants on the two most important variables: leadership potential and 
career aspiration with the less desirable variables being sex and age. 
However, there is somewhat of a deviation from the upper and lower bounds 
for example, 1973 males rank employment duration (x = 3*784) as a major 
factor in the selection process as opposed to the rest of the experi¬ 
mental population. The female population tends to rate undergraduate 
and master major as a prime factor (x = 3-024) as opposed to the male 
population ranking of present job status (x = 3-164). 
At the .05 level of confidence with 6 degrees of freedom, chi 
square equals 14.067, the developmental variables equal 9-951 and the 
control variables equal 10.13, therefore, there is no significant dif¬ 
ference between applicants on the ranking of selective variables. Also, 
there is a nominal mean difference of .74 which suggests a strong corre¬ 
lation between applicants. 
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TABLE 15 
INTERNAL CONSISTENCY OF VARIABLES 
Area 
Accepted Applicant 
N = 23 
Rejected Applicant 
N = 176 
x a— X cr— 
Developmental 
Variables 2.29 .122 2.71 .205 
Control 
Variables 2.76 .108 3.82 .133 
Conceptualization of the Selection Process by 
Faculty Members and Accepted Ford Students 
The aim of the Doctoral Selection Procedure Questionnaire was to 
gather information about accepted Ford students and faculty members per¬ 
ceptions of the doctoral selection procedure employed at this institu¬ 
tion. The return rate for students was 87 percent (N=20) and 83.3 per¬ 
cent (N=5) for faculty members. Due to the diversity in impressions and 
perceptions and to the difficulty in assigning real values to each 
response, the anthropological and sociological method of itemizing will 
be used in the interpretation of the data. Each question will be listed 
and further broken down into two broad headings, Students' Perceptions 
and Faculty's Perceptions, with a brief summary at the end. Also, the 
most frequent given responses are used in all cases. 
Question Is What were the strong points of the Doctoral 
Selection Procedure employed at Atlanta University? 
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Students' Perceptions 
1. The use of community people in the process who were able to 
relate to educational problems and the diversity of the total committee. 
(N = 19) 
2. Potential candidates were not required to have a master's 
degree in educational administration. (N = 12) 
3. Encouragement of practical application in answering questions 
on the part of the potential candidate. (N = 9) 
4. Meaningful dialogue was exchanged between potential candidates 
and interviewers based on hard issues in education. (N = 10) 
5. The committee did not seek to mold the responses of the poten¬ 
tial candidate. (N = 15) 
Faculty's Perceptions 
1. The use of wide and diverse personnel on screening for example, 
community people, students, other disciplines as well as professors in 
the department. (N = 4) 
2. The elimination of traditional prejudices for example, women, 
blacks and other minorities. These groups who were traditionally 
eliminated for those prejudicial reasons were now favored. (N = 2) 
3. Personal interviews of at least twenty potential candidates 
out of which eight were selected and the lack of test scores as admis¬ 
sion criteria. (N = 2) 
Question II: What were the weak points of the Doctoral 
selection employed at this institution? 
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Students' Perceptions 
1. The Program was not advertised sufficiently in order that 
potential candidates could be chosen from a national pool. Basically, 
a trial and error assimilation of information. (N = 12) 
2. The selection committee was too large and the tone and manner 
of questioning was rapid firing with no time lapse. (N = 9) 
3. Criteria needs to be established on evaluating potential 
leaders. How can we be better prepared to determine if an individual 
is a traditionalist or a liberal in terms of his goals and philosophy 
on education for black children? (N = 5) 
4. Non-payment of travel expenses to and from the interview. 
(N = 5) 
5. The program selection committee failed to look at the total 
track record of possible participants. In fact, the selection of par¬ 
ticipants has been very poor in terms of preparing future school 
administrators. (N= 3) 
Faculty's Perceptions 
1. The using of paper credentials to determine ones to be inter¬ 
viewed and the inability to see everyone who applied. (N = 3) 
2. Use of the oral or visit as a favored determinant for example, 
many candidates "snowed" the committee. (N = 2) 
3. A final procedure for selection was not clear to all committee 
members and dealing with too many potential candidates in a short period 
of time. (N = 2) 
4. Doubts as to what the program is looking for in potential candi¬ 
dates. (N = 2) 
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Question III: Were the nature of the questions asked germane 
to the scope of the doctoral program and to the 
field of educational administration in general? 
Students' Perceptions 
1. Yes, but more specifically about student's aspirations, goals 
and past achievements. (N = 12) 
2. More questions should be focused on testing one's leadership 
skills or potential. (N = 6) 
3. Random questions without any rational basis, only to get a 
pseudo-militant stance. (N = 3) 
Faculty's Perceptions 
1. For the most part, yes. Questions differed a little with each 
candidate so some were better than others. (N = 3) 
2. Too many interviewers were answering the questions. (N - 2) 
Question IV: Did the composition of the selection committee 
reflect different segments of the educational 
community? 
Students' Perceptions 
1. Very good in terms of faculty members, students and community 
representation. (N = 10) 
2. Yes, but the number of interviewers should be reduced to allow 
for more informal exchanges. Some kind of social atmosphere should be 
established involving the total group prior to the actual interviews. 
(N = 8) 
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3. Male dominated but the females were more sensitive to the 
candidates. (N = 3) 
Faculty's Perceptions 
1. Yes, it would have been even more representative, if someone 
from the school board had been there. (N = 5) 
Question V: Beyond paper credentials what other factors or 
attributes should be a basis for the selection 
into a doctoral program in educational administration? 
Students' Perceptions 
1. A sense of mission and commitment and a willingness to take 
his ideas and philosophies before the public. (N = 12) 
2. A highly extroverted person who is mature and emotionally 
stable. (N = 4) 
3. Personal attributes such as ability to express, appearance, 
philosophy, health and age. (N = 7) 
4. The ability to relate effectively with others regardless of 
educational, social, or economic background or previous experience. 
(N = 5) 
Faculty's Perceptions 
1. A philosophy of education that reflects a concern for Black 
children and a commitment to bring about change in this system that 
will best benefit Black children. (N = 2) 
2. Ease and confidence in dealing with groups and individuals and 
the ability to express opinions and philosophy clearly and precisely. 
(N = 3) 
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Question VI: Should more or equal weight be given to the cogni¬ 
tive and affective domain in the selection of 
candidates? 
Students' Perceptions 
1. More on the affective and the committee should be skilled in 
questioning and listening techniques to ascertain a certain level of 
cognitive confidence. (N= 12) 
2. More weight on the cognitive and the affective should come in 
program interaction. (N = 6) 
3. Equal weight. (N = 2) 
Faculty's Perceptions 
1. More weight to the affective at least 70 percent. (N = 2) 
2. Equal weight, cognitive is important since I believe adminis¬ 
trators should be bright eager learners with high intelligence capaci¬ 
ties. At the same time, he must have ability to be empathetic and have 
sensitivity for people. (N = 3) 
Question VII: (For students only) What were your initial impres¬ 
sions of the program after you left the interviewing 
room? 
1. Positive! I felt that the program was innovative and offered 
a personalized approach to the traditional graduate program. (N = 11) 
2. Positive self-image and attitude toward the program. (N = 3) 
3. A traditional catalog program that was overly black oriented 
with skewness beyond reason. (N = 2) 
4. Uncertain and frustrated as to whether I was making the right 
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decision to attend Atlanta University if accepted. (N = 2) 
5. Rather negative, the program seemed much too traditional for 
my background and philosophy of education for black children. (N = 2) 
In summary, the composition of the selection committee was the 
strongest aspect of the process with the use of paper credentials, and 
the lack of proper advertising being the weakest aspects. In general, 
the questions asked were germane to the scope of the doctoral program 
and to the field of educational administration. Beyond paper credentials, 
the program should take a hard look at a sense of mission and commitment 
on the part of the potential candidates. 
Students tend to place more weight on the affective domain while 
faculty members place equal weight on both. Finally, students' initial 
reaction to the process is positive (N = 7, 35 percent) with the re¬ 
maining impression ranging from rather negative to totally negative. 
Summary of Findings 
The researcher realizes that the main focus of any selection process 
is to choose the best participants from a particular population, how¬ 
ever, this does not negate the fact that based on the stipend positions 
available the accepted rate for females is disproportionate. Over a 
span of three years, sixteen males were accepted as opposed to nine 
females into Ford funded program. A more startling realization was 
the accepted rate for married females, with a total married accepted 
rate of 60 percent only 8 percent are females and 52 percent males. In 
qualitative terms, 78 percent of females accepted was either single, 
separated, widowed or divorced as compared to a male percentage of 18.7* 
Further examination revealed that all of the accepted males in 1973 and 
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1974 were married prior to applying. 
Geographically, 42 percent of those accepted came from the Metro- 
Atlanta area and there also was a greater tendency to accept applicants 
from large urban centers. Analysis of the sex distribution of those 
accepted revealed a female rate of 77 percent from urban areas and 23 
percent from small towns as opposed to the male rate, 72 percent urban 
and 28 percent rural. 
The age frequency was not significant with an accepted mean age 
of 34.2 and a rejected mean age of 35*2. Internal breakdown revealed 
that those rejected were slightly older than those accepted. The average 
age for accepted males and females was 35.9 and 32.4, respectively as 
compared to the average age for rejected males and females, 36.2 and 
34.1. According to the sex distribution, the oldest accepted groups 
were 1972 males (37*5) and 1974 females (36.3) with the youngest group 
being 1973 males (34.0) and 1972 females (30.0). 
It has been reported that age is directly proportionate to work 
and educational experience. Since there was only a nominal age differ¬ 
ence between the accepted and rejected groups, there should be a high 
degree of correlation. Current working experience showed no real sig¬ 
nificant differences between groups tested with a mean difference of .80 
of a year. Generally, males had more experience than females by a mean 
difference of 1.60 years. The accepted mean average for males and 
females was 6.65 years as opposed to the rejected mean average of 7*45 
years. Within the accepted group, 1974 had the highest average, 10.4 
years and 1972 females the lowest average, 3.0 years. In addition, the 
rejected group had more educational experience by a mean difference of 
1.09 years. 
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In order to have a realistic selection process there is a need 
to identify stated reasons for applying to a particular program. The 
ranking order of the cumulative frequencies for the total experimental 
group revealed the following reasons for applying: academic pursuits 
(126.0), promotion (49.0), other (13*0), state certification (6.0), and 
peer influence (5-0). Academic pursuits were defined as the acquisition 
of knowledge and skills in order that the total school community will 
benefit. The other category included such responses as "to help Black 
people", "position of influence", "personal gratification" and "personal 
goal". There were no significant differences within or between groups 
tested at the .05 level of confidence. 
Statistical analysis of the stated hypotheses was examined in terms 
of chi square and crosstabulation of experimental variables. These 
variables sought to differentiate between groups, accepted and rejected, 
and within groups, males and females. Hypotheses were stated in accord¬ 
ance with the following variables, career aspirational level (H01), em¬ 
ployment duration (H02), present job status (H03), age distribution (HA1) 
undergraduate major (H04), sex distribution (HA2) and leadership poten¬ 
tial (H05). 
Career Aspirational Levels 
There were measurable differences between groups on this variable 
at the .05 level of confidence, a chi-square value of 9.488 or greater 
was required to reject the null hypothesis, the computed value was 15.488, 
therefore, there were significant differences. The total group ranked 
the career aspirational variable in the following order: superintendency, 
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29*2 percent, college professor, 27.0 percent, associate superintendent, 
18.5 percent, others, 17.6 percent and principal ship, 71.7 percent. The 
other category included such responses as, college president, college 
dean, school state officer, office of education, international education 
specialist and community worker. 
The primary purpose of the doctoral program in educational adminis¬ 
tration is to channel potential Black administrators into Central Office 
level positions. Therefore, based on the statistical data, accepted 
applicants had a higher aspirational level than their rejected counter¬ 
parts. The accepted group favored the superintendency (39.1 percent) 
and the associate superintendent (21.7 percent) with a zero percentage 
for the principal ship. On the other hand, the rejected group favored 
the college professorial level (36.5 percent) and the superintendency 
(19*3 percent) with a 15.3 percent for the principal ship. 
Male applicants tended to have a higher aspirational level than 
females. The total female group, accepted and rejected, ranked this 
variable in the following manner: college professor, 37.6 percent, 
others, 18.3 percent, associate superintendent, 17*2 percent, princi- 
palship, 17.2 percent and super intendency, 9.7 percent as compared to 
the total male ranking order, superintendency, 32.1 percent, college 
professor, 31.1 percent, associate superintendent, 15•1 percent, other 
11.3 percent and principalship, 10.4 percent. However, accepted females 
tended to have higher career aspirational levels than their rejected 
counterparts and this was also true of the male population. 
Employment Duration 
This hypothesis was reported on the Inventory For The Study Of 
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Doctoral Selection Process in terms of present employment duration, not 
in terms of longevity. There were no significant differences on this 
variable at the .05 level of confidence, a chi-square of 14.067 or 
greater was required to reject the null hypothesis, the computed value 
was 8.916, therefore, there were no significant differences on the 
employment duration variable. Based on the experimental data of the 
total sample, applicants were in the following employment duration yearly 
ranges, 1-5 years, 51.5 percent, 6-10 years, 29.5 percent, 11-15 years, 
12.3 percent, 16-20 years, 6.2 percent and 21-25 years, .65 percent. 
Between the two groups, accepted applicants had the following yearly 
ranges, 1-5 years, 52.9 percent, 6-10 years, 29.4 percent, 11-15 years, 
11.8 percent, 16-20 years, 5-9 percent, and 21-25 years, 0.0 percent as 
compared to the rejected ranges, 1-5 years, 50.0 percent, 6-10 years, 
29.5 percent, 11-15 years, 12.8 percent, 16-20 years, 6.4 percent and 
21-25 years, 1.3 percent. 
Within the sex distribution of applicants the following yearly 
ranges for females determined, 1-5 years, 53.9 percent, 6-10 years, 
28.5 percent, 11-15 years, 11.5 percent, 16-20 years, 6.5 percent, 21-25 
years, 0.0 percent as opposed to the male ranges of 1-5 years, 49.1 per¬ 
cent, 6-10 years, 30.5 percent, 11-15 years, 13*2 percent, 16-20 years, 
5.9 percent and 21-25 years, 1.3 percent. Accepted and rejected males 
had more present employment duration than females by a mean difference 
of 13 years. 
Present Job Status 
There were measurable differences between and within the tested 
groups on this variable at the .05 level of confidence, a chi-square 
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of 15.51 or greater was required to reject the null hypothesis, the com¬ 
puted value was 30.79» therefore, there were significant differences in 
terms of present job status. The job status of the total group revealed 
the following: principal, 20.3 percent, teacher, 43.4 percent, director, 
15.1 percent, consultant, 7.8 percent, college professor, 7.8 percent 
and federal employment, 5.8 percent. The accepted group had a higher 
job status than the rejected group. The accepted group distribution 
pointed out the following facts, director, 26.2 percent, teacher, 21.7 
percent, principal, 21.7 percent, consultant, college professor and 
federal employment had 8.7 percent each. The rejected group had the 
following job status distribution: teacher, 60.8 percent, principal, 
18.8 percent, consultant, 6.8 percent, college professor, 6.8 percent, 
director, 4.0 percent, and federal employment, 2.8 percent. Overall, 
the sex distribution of present job status favored the male applicant 
population. 
Age Distribution of Applicants 
There were no significant differences between applicants with regard 
to age, a chi-square value of 18.31 or less was required to accept the 
alternative hypothesis, the computed value was 45.28, therefore, the 
alternative hypothesis was rejected. The total group had the following 
age ranges: 20-29 years, 23.2 percent, 30-39 years, 54.2 percent, 40-49 
years, 20.9 percent, 50-59 years, 1.7 percent. The accepted age ranges 
were, 20-29 years, 21.7 percent, 30-39 years, 56.6 percent, 40-49 years, 
21.7 percent and 50-59 years, 0.0 percent as compared to the rejected 
age ranges of 20-29 years, 24.7 percent, 30-39 years, 51*7 percent, 40-49 
years, 20.2 percent, and 50-59 years, 3.4 percent. The accepted group 
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was younger than the rejected group by a mean difference of 3.67 years 
except for 1974 accepted females who were 2.0 years older than their 
male counterparts. 
Undergraduate Major 
There were no measurable differences on this variable at the .05 
level of confidence, a chi-square value of 11.07 or greater was required 
to reject the null hypothesis, the computed value was 6.126, therefore, 
the null hypothesis was accepted. Education and social sciences were 
the most frequent academic majors, 71.1 percent. The accepted group had 
the following frequencies, education, 34.8 percent, social science, 34.8 
percent, humanities, 13*0 percent, others, 4.3 percent, and biological 
sciences, 0.0 percent as opposed to the rejected frequencies of 52.8 per¬ 
cent, education, 19*9 percent, social sciences, 9.1 percent, biological 
sciences, 7.4 percent, others, 13.0 percent, humanities and physical 
sciences, 4.0 percent. The educational frequency for females was 61.3 
percent as compared to the male frequency of 41.5 percent. 
Sex Distribution of Applicants 
There was a measurable difference within the groups tested as to 
the sex of the applicant. A chi-square of 3.841 or less was required 
to accept the alternative hypothesis, the computed value was .3080, there¬ 
fore, there were significant differences. The accepted sex distribution 
was 60.9 percent for males and 39 percent for females as compared to the 
rejected sex distribution of 52.3 percent for males and 47.7 percent for 
females. The accepted rate of the total sample was 12.6 percent due 
largely to available stipend positions in the Ford program, however, the 
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male accepted rate was 8.1 percent and only a 4.5 percent accepted rate 
for females. 
Leadership Potential of Applicants 
Each applicant was asked on the doctoral inventory to rank their 
leadership ability ranging from exceptional to poor. There were no 
measurable differences between or within applicants on the ranking of 
leadership potential variable at the .05 level of confidence. A chi- 
square of 14.067 or greater was required to reject the null hypothesis, 
the computed value was 6.037, therefore, the null hypothesis was accepted. 
Further examination of this accepted hypothesis revealed that there were 
no discernible differences between the males and females on the excep¬ 
tional and good scale, with a percentage of 44.3 percent and 45.0 per¬ 
cent, respectively. The overall ranking of the leadership potential 
variable was 61.8 percent, exceptional, 22.1 percent, good and fair, 
16.1 percent. 
The selective variables section of data presentation sought to 
ascertain whether or not accepted and rejected applicants would rank 
the control and developmental variables in the same manner. The control 
variables included employment duration, present job status, sex and age 
and the developmental variables included leadership potential, under¬ 
graduate and master major and career aspiration. The total experimental 
sample ranked the developmental variables higher in the doctoral section 
process than the control variables with the most desirable variables 
being leadership potential and career aspiration and the less desirable 
variables being age and sex. At the .05 level of confidence with six 
degrees of freedom, there were no significant differences between accepted 
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and rejected applicants on the ranking of selective variables. However, 
the female population tended to rate undergraduate and master major 
as a secondary prime factor as compared to the male population ranking of 
present job status. 
CHAPTER V 
CONCLUSIONS, IMPLICATIONS, AND RECOMMENDATIONS 
The basic foundation of the study was to investigate the three- 
dimensional foci of the statement of the problem. The primary focus was 
to examine the similarities and differences between accepted and rejected 
Black applicants in the doctoral program in educational administration at 
a predominately Black institution. The secondary focus was to examine 
these similarities and differences in terms of career goals and perceived 
futures. The final focus was to investigate the doctoral selection pro¬ 
cess for immediate and future predictable variables in the aforementioned 
process. Based on these foci and statistical analyses, the following 
conclusions, implications and recommendations are considered pertinent 
to the study. 
Conclusions 
The above foci, of necessity, restrict the conclusions which can 
be drawn for the study. Nevertheless, the following facts and conclusions 
can be made: 
1. The tested hypotheses revealed differences between applicants 
in terms of career aspirational levels, present job status 
and sex distribution. However, there were similarities in 
terms of present employment duration, age distribution, under¬ 
graduate major, and leadership potential. The lack of real 
86 
87 
conclusive differences can be attributed to historical 
facts or notions. For Atlanta University is the only 
predominately Black institution that offers a doctoral 
degree in educational administration. Therefore, the above 
similarities and differences must be viewed in a time vacuum 
until further comparisons can be investigated. 
2. Collectively, Black males and females rated sex and age as 
the lowest variables in the doctoral selection process. 
Perhaps they felt that the majority group has used these 
variables to create disconcert in Black administrative ranks. 
On the other hand, career aspiration and leadership potential 
were rated as the highest variables. This suggests a new 
and innovative means of viewing potential participants. 
3. The age of potential participants was not significant in the 
study. However, there was no tendency to accept young under¬ 
graduate students without prior working or educational experi¬ 
ence. This selection procedure was not in keeping with other 
academic disciplines at this institution who do indeed accept 
recent undergraduate participants. 
4. The accepted rate for Black females was not proportionate to 
that of males. This does not suggest a 50-50 split but an 
unbalance proportion. The accepted married rate for females 
was 8 percent of the total accepted population. Further 
investigation of these two phenomenons in terms of the Black 
female dual role in this society is beyond the scope of this 
study. 
5. Definitely, it can be concluded that an overwhelming majority 
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of accepted applicants came from large urban areas with 
the negation of applicants from rural areas. It must be 
realized that beneficial changes for Blacks in this educa¬ 
tional institution do not hinge upon population or site 
location. 
6. The most frequent reasons given for applying to the doctoral 
program were academic pursuits and promotion with the lesser 
frequency being, state certification and peer influence. 
These stated reasons warrant further investigation in order 
that this doctoral program in educational administration can 
better recruit, select and prepare a new breed of Black school 
administrators. 
7. The career aspirational levels of accepted and rejected Black 
applicants were relatively low. Only one applicant in the 
total experimental sample aspired to hold a state level posi¬ 
tion prior to retirement. This was quite dismal since the 
control of public education in this country is lodged with 
the states, with delegation of educational responsibilities to 
the local education units. 
Accepted males had a higher aspirational level than females. 
Also, the total accepted group was higher than the total 
rejected group. The relatively low aspirational levels were 
1 2 
in keeping with two major studies, Peterson and Rouse on 
^Marcella T. Peterson, "Status and Trends in Promotion of Women to 
Secondary School Principal ships with Special Reference to Black Women" 
(Ed.D. dissertation abstract, Wayne State University, 1973)» p. 6915-A, 
No. 74,11145. 
2 
Donald E. Rouse, "Career Aspirations of Black School Administrators 
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the aspirational levels of Black administrators. 
Peterson's findings indicated that although Detroit has an 
increasing Black student population, the employment of Black 
women in high-level administrative positions seems to be 
taking an antagonistic direction. However, such decreases 
seem to correlate with the level of aggression and aspirations 
demonstrated by women in general. Women tended to be negli¬ 
gent in terms of competing for top echelon positions; they 
demonstrated skepticism and attributed a high level of com¬ 
plexity to responsible positions than men exhibited; and, even 
more important women perceived their opportunities for advance¬ 
ment as being subordinate to their male counterparts. 
Rouse indicated that after going through the stages of educa¬ 
tional growth and becoming completely prepared as a certified 
administrator, black male school administrators normally do 
not think or seem to seek many of the more lucrative higher 
administrative positions found in large complex of an urban 
school system. 
The selection of participants with high aspirational levels 
is a paramount consideration of an educational administration 
program. Future correlation and investigation of the tenets 
inherent in this conclusion should be the basis for further 
study. 
in a Large Urban School System" (Master's thesis in Educational Adminis¬ 
tration, Pennsylvania State University, 1973). 
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8. It can be concluded that the composition of the selection 
committee was the strongest phase of the doctoral selection 
process with the use of paper credentials and the lack of 
proper advertising being the weakest phase. Beyond paper 
credentials, the program should take a closer look at a 
sense of mission and commitment on the part of the potential 
participants. 
Implicat ions 
These implications signify the culmination of a series of priceless 
experiences. They are the product of personal involvement of the research¬ 
er in the development of acceptable doctoral procedures. The selection 
of Blacks to enter a doctoral program in school administration is a 
major responsibility due to the low achievement of Black students and the 
population shift in urban areas. The yes or no decision on the part of 
the selection committee will have affect beyond the geographical location 
of this institution. 
For the initial selection of participants at a predominately Black 
institution has a proportionate affect on the born and yet unborn Black 
learners mainly in terms of the impact and scope of American education. 
Therefore, it can be implied that selection is the key to a real revolu¬ 
tion for Blacks in this present educational order. By means of recapitu¬ 
lation, there is an urgent and dire need for adequate procedures of 
identification, selection, preparation and placement of a new breed of 
Black school administrators. 
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Recommendations 
The findings of this study suggest the need for the development 
and implementation of acceptable criteria for doctoral selection pro¬ 
cedures. The recommendations which follow are based on tenets that were 
germane to the study. 
1. Each person who applies to the doctoral program should 
have personal contact and interaction with the staff 
and current doctoral students in order that selection 
procedures will be a two-way process. Personal contact 
and interaction will lessen the importance of paper cre¬ 
dentials which are highly unreliable. 
2. The selection committee should consist of the following 
members: (a) three faculty members, two from the School 
of Education and one from another academic discipline for 
example, political science, (b) three students, two from 
the School of Education and one from outside the School 
of Education, and (c) three community representatives, two 
lay persons and one professional. This committee should be 
chaired by a current educational administration doctoral 
student. 
3. The geographical location of a particular doctoral program 
in educational administration should not guarantee the local 
region a high rate of selections. Also, the identification 
procedures must be expanded so that potential school leaders 
admitted to this program will come from a national pool. 
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4. There is a need to widen the age gap rather than decreasing 
it in order that an age profundity analysis will be a means 
to lessen age philosophical differential. Also, years of 
experience in the educational field must not be a mainstay 
of the selection process for all too often intimate contact 
with a system of operation brings about inertia. We need 
external and different forces to bring about meaningful and 
immediate change. 
5. Black participants in the doctoral program should be made 
aware of the many areas of school administration that carry 
policy-making power and be guided to achieve in these areas. 
This institution of higher learning needs to review its pro¬ 
gram and develop curriculum which break down traditional pat¬ 
terns under which Blacks have been educated and create a new 
atmosphere that will no longer hinder the development or pro¬ 
gress of Blacks in school leadership roles. 
6. Due to the newness of the selection of Black applicants for 
admission to a doctoral program in educational administration 
at a predominately Black institution, there is a great need 
for future research on that process so that guidelines can be 
established. This information should be shared with our two 
sister institutions, Howard University and Texas Southern 
University. 
The final recommendation deals with the development and implementa¬ 
tion of procedures for selection. This recommendation appears in two 
forms: vectorial cycle and a schematic model. 
GRAPH 4 
A SCHEMATIC MODEL OF FACTORS IN A DEVELOPMENTAL DOCTORAL SELECTION PROCESS 




faculty as well as current students. The interviewing process should be 
formal and informal to expand at least a two-day period. 
Phase II: Aspirational Levels 
A. Personal and Professional Commitments: There is a need to 
identify in each potential candidate a sense of mission in order that the 
doctoral program will select individuals who will confront educational 
policies and practices that are detrimental to the Black community and 
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the total educational establishment. 
B. Verbalization: The potential candidates should be able to 
articulate ideas in a logical manner and have the confidence to take the 
same before the public. 
C. Cognitive Domain: This domain includes those objectives which 
deal with the recall or recognition of knowledge and the development of 
intellectual abilities and skills. 
D. Affective Domain: This domain includes objectives which 
describe changes in interest, attitudes, and values, and the development 
of appreciations and adequate adjustment. 
Phase III: Need Assessments 
A. Educational Needs of Black Community: There is a need to 
identify in each potential candidate a concern for and ability to work 
with the local community. This interlink between the community and Black 
school administrators should serve as a base of operation and power for 
changing the present ranking and ordering of educational priorities. 
B. Black Students1 Needs: The ultimate success of the selection 
process hinges to a large degree on the improvement of the academic 
status and learning styles of Black students. Potential candidates must 
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realize that public education in this country does not exist for public 
school officials or employees but rather for school age children of the 
taxpaying population. 
C. Black Educators in Top Policy-Making Positions: Potential 
candidates must aspire to school leadership positions that carry policy¬ 
making power. When Blacks are able to make and change school policies, 
this will have a great impact on the future of American education. 
This schematic model with its operational definitions is a viable 
initial means of improving doctoral selection procedures at this insti¬ 
tution. It warrants further investigation and interpretation before it 
can be fully implemented. 
Future Research 
The above conclusions, implications and recommendations suggest 
a need for more statistical investigation with the resultant affect being 
the selection and preparation of a new breed of school administrators. 
Deductive reasoning and analysis of the study pointed toward the fol¬ 
lowing areas of possible research: 
1. A comparative study of Black applicants at a predominately 
white institution to establish similarities and differences when com¬ 
pared to those at a predominately Black institution. 
2. A special study on Black married females in educational admin¬ 
istration in order to find out how they are coping with their roles: 
sex, race and motherhood. 
3. A detail investigation of the career aspirational levels of 
potential participants with special emphasis on corrected research. 
4. A five-year replication of this study with emphasis on further 
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improvement of the selection process. 
5. A five-year job study inventory of those students who finish 




INVENTORY FOR THE STUDY OF DOCTORAL SELECTION PROCESS 
TOO 
Code No. 
INVENTORY FOR THE STUDY OF DOCTORAL SELECTION PROCESS 
Strictly Confidential 
Pirections: The aim of this inventory is to gather descriptive informa¬ 
tion about Black applicants who have applied for admission to the Doc¬ 
toral Program in Educational Administration at Atlanta University. The 
inventory consists of two parts: Occupational and Demographic Charac¬ 
teristics and Criteria and Impressions of the Selection Process. 
Please answer all of the questions to the best of your ability. If exact 
answers are not possible, give your best estimate. 
The numbers in parentheses next to each item are intended for the key¬ 
punch operator only, for example, all items are numbered according to 
the machine scoring of these answers. 
PART I-OCCUPATIONAL AND DEMOGRAPHIC CHARACTERISTICS 
1. What is your current age in years? 
2. Sex: (circle one) Male 1 
Female 2 





Remarried following divorce 4 
Wi dowed 5 
Remarried following widow- , 






4. Which of the following best describes your annual salary prior to 
applying to the program? (circle one) (11) 
Under $6,000 01 
$6,000 to $7,999 02 
$8,000 to $9,999 03 
$10,000 to $11 ,999 04 
$12,000 to $13,999 05 
$14,000 to $15,999 06 
$16,000 to $17,999 07 
$18,000 to $19,999 08 
$20,000 to $21,999 09 
$22,000 to $23,999 10 
$24,000 to $25,999 1  
$0ver $26,000 12 
5. What is your title or job classification? (12) 
What is your current employment? (circle one) (13) 
Part-time 2 
Unemployed 3 
Other (please specify) 5 
6. What is the name of the organization at which you 
are currently employed? (14) 
7. How many years total, including this year have you 
worked for this organizations? (15-16) 
  years 
8. How many years total, including this year, have you 
worked in the educational field? (17-18) 
  years 
9. Which of the following best describes the major portion of your 




Community organizations 4 
Other (please specify) 5 
(19) 
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10. Which of the following best describes the population of the area 
you are currently working in? (circle one) 
Large city (over 1 million)  
Small city (500,000 to 1 million) 
Small town (10,000 to 499,000)  
Rural (farm)  
Other (please specify)  
11. Which of the following best describes the type of institution 
from which you received your bachelor's degree? (circle one) 
Predominately white state university 1 
Predominately white private university 2 
Predominately black state university 3 (21) 
Predominately black private university 4 
12. Which of the following best describes your undergraduate 
degree? (circle one) 
Education 1 
Social Sciences 2 
Biological Sciences 3 
Humanities 4 (22) 
Physical Sciences  





PART II-CRITERIA AND IMPRESSIONS OF THE SELECTION PROCESS 
13- How would you rate your satisfaction with the 
selection process? (circle one number) (23) 
very satisfied very dissatisfied 
1 2 3 4 5 6 
14. How would you rate members on the selection team? 
(circle one nu ber) (24) 
exceptional extremely poor 
1 2 3 4 5 6 
15. Which of the following best describes your reason for applying 
to the Doctoral Program? (circle one) (25) 
State certification 1 
Promotion 2 
Academic pursuits 3 
Peer influence 4 
Other (please specify) 5 
16. Which of the following best describes your career aspirations? 
(circle ) (26) 
Super intendency 1 
Associate superintendent 2 
Principal ship 3 
College professor 4 
Other (please specify) 5 
17. Directions: Answer one of the following: 
If applicable, did your career aspirations change as a result of 
not being accepted for the advanced degree? (circle one) (27) 
Yes 1 
No 2 
If applicable, did your career aspirations change as a result of 







18. How would you rate your leadership potential? 
(circle one number) (29) 
exceptional extremely poor 
1 2 3 4 5 6 
19. Should Black educators concern themselves with uniqueness of 
the Black l r r? (30) 
Yes 1 
No 2 
20. Check and then rank all (as 1-2-3, and so on) of the following 
variables in the selection process. 
 Career aspirations 
Employment duration 
 Present job status 
Age 
 Undergraduate and Master major (31-37) 
Sex 
 Leadership potential 
21. Is there a need for a Doctoral Program in Educational Administration 
at predominately Black institutions? (circle one) (38) 
Yes 1 
No 2 
22. What is the highest position aspired to before retirement? (39) 
23. Directions: The following question is for those applicants who 
were not selected. 
How would you rate your initial reaction to not being selected? (40) 
good extremely poor 
1 2 3 4 5 6 
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DOCTORAL SELECTION PROCEDURE QUESTIONNAIRE 
Educational Administration Department 
Atlanta University 
DIRECTIONS: The aim of this questionnaire is to gather information 
about the accepted Black applicants and faculty per¬ 
ceptions of the selection procedure employed at this 
institution. Please answer all of the questions to the 
best of your ability. If exact answers are not possible, 
give your best estimate. 
I. What were the strong points of the Doctoral Selection Pro¬ 
cedure employed at Atlanta University? 
II. What were the weak points of the Doctoral Selection Procedure 
employed at this institution? 
III. Were the nature of the questions asked germane to the scope of 
the doctoral program and to the field of educational adminis¬ 
tration in general? 
IV. Did the composition of the Selection Committee reflect different 
segments of the educational community? 
V. Beyond paper credentials what other factors or attributes 
should be a basis for the selection into a doctoral program 
in educational administration? 
VI. Should more or equal weight be given to the cognitive and 
affective domain in the selection of candidates? 
For Students Only 
VII. What were your initial impressions of the program after 
you left the interviewing room? 
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ATLANTA UNIVERSITY 
Atlanta, Georgia 30314 
School of Education 681-0251 
Doctoral Program in Educational Administration 
This study of Doctoral Selection Process at Atlanta University is a 
nationwide study of professional individuals who have applied for ad¬ 
mission to the Doctoral Program in Educational Administration at this 
institution. We are asking your cooperation in securing the necessary 
data. 
The purpose of the study is to secure a broader base of knowledge 
about your present educational status and career aspirations. This 
wealth of knowledge will serve as convincing evidence that there is, 
indeed, an overwhelming need for Doctoral Programs in Educational 
Administration at predominantly Black institutions. The findings of 
the study, also, will contribute in major ways to the improvement of 
the Atlanta University Program and add impetus to the proposed Howard 
University Program. 
The inventory which is attached covers a wide range of information 
but is fairly easy to complete. Our preliminary experience with the 
inventory in the Atlanta area suggests that it can be filled out in 
about 5 to 15 minutes. Let us assure you that the inventories returned 
to us will be put into an anonymous code at once and held completely 
confidential. 
Please complete all of the items on the attached inventory to the best 
of your ability. If exact answers are not possible, or if you are, un¬ 
certain which of the available answers you prefer, give your best 
estimate. 
A pre-paid return envelope has been provided for your convenience. We 
hope to secure all returns before October 18. 
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Explanation of the Null Hypothesis 
A hypothesis is generally stated in two parts, the null hypothesis 
and the alternative hypothesis. Kaplin states that: 
The alternative hypothesis against which the null hypothesis 
is to be tested. The null hypothesis is stated negatively, 
and is, therefore, called a hypothesis of no difference. 
The symbol for the null hypothesis is Ho. The alternative 
hypothesis is stated positively, and is called a hypothesis 
of difference. The symbol for the alternative hypothesis 
is Ha.l 
Null Hypothesis and Type I and Type II Errors 
According to Kaplin, two types of errors may be made: 
If the null hypothesis is actually true and it is called 
false, a Type I error has been made. If it is actually 
false, and is called true, that is, it is not rejected, a 
Type II error has been made. 
Thus a Type I error occurs if the null hypothesis is rejected when 
it is true. A type II error occurs if the null hypothesis is not rejected 
when it is false, when actually the alternative hypothesis is true. 
The following table further illustrates Type I and Type II errors. 
TABLE 16 
TYPES OF ERRORS THAT MAY BE MADE IN HYPOTHESIS TESTING 
A1 ternative Accept HQ Accept Hg 
H is true 
o 
No error Type I error 
H is true 
a 
Type II error No error 
^Lawrence J. Kaplan, Elementary Statistics for Economics and 
Business (New York: Pittman Publishing Corporation, 1966), p. 131» 
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The computations for population and income are based on the per¬ 
centage distribution of assigned values. 
TABLE 7 
INCOME SCALE 
Under $6,000 = 1 
$6,000 - $7,999 - 2 
$8,000 - $9,999 = 3 
$10,000 - $11,999 = 4 
$12,000 - $13,999 = 5 
$14,000 - $15,999 = 6 
$16,000 - $17,999 = 7 
$18,000 - $19,999 = 8 
$20,000 - $21,999 = 9 
$22,000 - $23,999 = 10 
$24,000 - $25,999 = 11 
Over $26,000 = 12 
POPULATION SCALE 
Large City (over 1 million) = 1 
Small City (500,000 to 
1 million) =2 
Small Town (10,000 to 
499,000) = 3 
Rural (Farm) = 4 
Others = 5 
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